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5PREFACE
In 1995 Harding & Hikspoors (1995) wrote an article about work values. We could
distinguish the first signs of a new emerging work culture where intrinsic work values
and post materialism formed a fertile ground for a more empowered and demanding
workforce. The article was intended to be the first chapter of the dissertation on the
subject. Since my employer, Windesheim University of Applied Science, created the
opportunity and facilities that, that enabled me, after fifteen years, to finalize this
project.
The data used in this dissertation was made available by ‘Zentralarchiv für
empirische Sozialforschung, Köln’. I want to thank Professor Lorenz Fischer PhD
from the Universität zu Köln, Irene Mueller PhD and Evi Scholz Ph.D of ZUMA and
the ‘Zentralarchiv’ for their effort in providing the data. For the data in chapter 1 I want
to thank Loek Halman PhD, Professor Ronald Inglehart PhD and the European
Values Studies Study group.
Further I would like to thank my supervisors Professor Paul Jansen PhD from
the Vrije Universiteit Amsterdam, for his support and everlasting energy and effort in
achieving a good result and his conceptual excellence and Professor Lorenz Fischer
PhD, from Cologne University for his mentorship, kindness and understanding,
coaching and his mastership on this issue, my co-promotor Jan Jurriëns PhD, for his
comments on the current and earlier versions of this dissertation and his coaching as
well as his invaluable mental support.
A word of thanks to Stephen Harding PhD., former director of ISR and co-
author of the article New Work Values: In Theory and in Practice, for his contribution
and inspiration to start with PhD-project. Further I want to thank Rob Erven MSc from
Windesheim University of Applied Science for his own help and great expertise with
the data-analysis and Peter Dekker MSc from the Vrije Universiteit Amsterdam for his
comments and his expertise on the data-analysis as well as interpretation and
Professor Harry Ganzeboom PhD from the Vrije Universiteit Amsterdam for his
comments. Professor Wenzel Matiaske PhD from the Helmut Schmidt University in
Hamburg for giving me the opportunity to present a paper in an early stage and his
valuable critique. Professor Bengt Furåker PhD, Kristina Hakansson PhD and
professor Jan Karlsson from Goteborg University for giving me the opportunity to
6cooperate on their book, their willingness to help me and their valuable comments.
Tomas Bjarnason PhD, from Capacent company Iceland and Reykjavik University for
his help and comments. Professor Frank Dobbin PhD from Harvard University for his
comments.
Further I would like to thank Mrs. Gertine Nakken and Mrs. Trudy Bagerman
from Windesheim University, for their support in lay-out and word processing. My
neighbor Mrs. Heleen Elsman with her tremendous effort and persistence in helping
me with the lay-out and word processing. Mr. Dinand Warringa MA for his effort to
check the language. My valued student Mr. Melvin Ireeuw for his effort on getting a
good lay out. Windesheim University for creating the opportunity to make this
happen. Last but not least a word of great thanks to my soul mate and wife Gré ten
Hoopen for her support mentally and practically (drawing graphs and tables) during
these years. For her understanding and help to overcome severe dips and standing
shoulder to shoulder in moments of great despair during the project. A special word
of appreciation for my parents Piet Hikspoors and Mien Hikspoors-Gerards (1927-
2005) for their education and their everlasting support to enable all my studies and
providing me with the character and persistence to finalize such a project.
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1 INTRODUCTION
When studying work values and it consequences we run into a great number of
related concepts such as intrinsic extrinsic and societal work values, work centrality,
employment commitment, organizational commitment, work value fit and others. The
choice is made to have a number of chapters that highlights one of two of those
concepts. In this introductory chapter all of these concepts will be shortly referred to
and an overview will be created.
This dissertation will therefore consist of three more or less separate studies where
the role of work values is evaluated longitudinal and against a number of background
variables like age, gender, education, sector of work, and others where the
differences will be analyzed in terms of country differences or differences in groups of
countries (e.g. production regimes).
1.1 Work as a central concept for people and scientists
During the latter part of the 20th and the first part of the 21 century, studies about
work and organizational attitudes (often in an international perspective) were
emphasized, as never before, by scientists, managers, and politicians. This
implicates that work is regarded as a very important subject for scientific study. This
is due to the fact that the reproduction of the population and a certain standard of
living has to be safeguarded by means of labor.
There may be several reasons as to why people engage in paid work. In the days of
the industrial revolution until the first decades of the twentieth century, the central
premise was that people that did not work had no income. This, among others, made
Karl Marx divide the people into owners of the production means and those who had
nothing except their labor to sell in order to support themselves (Furåker et al, 2011).
Things have drastically changed since the industrial revolution. The standard of living
has increased dramatically also for those who depend upon doing paid labor.
Along with the increase of the standard of living the state intervened and created
provisions that gradually evolved into a welfare state and made it possible for people
to escape from work in times of sickness or unemployment.
It has been argued that the welfare state undermines the necessity for people
to work because a process of ‘decommodification’ has taken place (Esping-
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Andersen, 1990, 1999). Decommodification can be described as the activities and
efforts that reduce the reliance of citizens on the market (and their labor) for their
well-being. So a person can maintain a lifehood without reliance on the market
(Esping Andersen, 1990, p 21). The discussion is if people are not dependent upon
their labor (commodity) for their well-being what effect this has on the commitment to
paid work. Some authors even ask themselves if welfare state provisions make
people lazy (Esser, 2009). The problem of decommodification might be that people
get less motivated to be employed in paid work. This issue will be the subject of study
in chapter 3 of this dissertation. Although we can hardly conclude that people no
longer have to work at all, the pressure upon them to do this has no doubt been
modified (Furåker et al, 2011). This means that work is not only a necessity of
economic survival but obviously has a broader function that surpasses the pure
economic reasons. Therefore when discussing work a broader definition is needed.
When it comes to defining work there are plenty of choices (Harpaz, et al, 1991; Ruiz
- Quintanilla & Wilpert, 1988; Maimer & Wilpert, 1994). We are choosing for a
definition which starts from the functions employment potentially fulfills (Dluglos &
Weirmair, 1981):
 Exchange - each person receives some form of compensation (money, benefits)
for the service that he/she gives;
 Social contact - work provides interaction with other people;
 Status - work provides status and rank in society depending on the nature and
level of work undertaken;
 Personal meaning - work provides a potential source of identity, self-esteem, self-
actualization and fulfillment.
This definition as well as the sheer endless number of studies (Fischer, 2005) confirm
the role of work being a key concept for scientists politicians managers and others
(Furåker, 2011). This key concept that is the symbolic and economic centrality of
work in post-industrial society, has been criticized by a number of authors (Gorz,
1999; Vecernik, 2002; Beck, 2000).
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1.2 Modernization theory and crowding out thesis, welfare and its downside
and motivation for public service
In this dissertation there will be more theories as points of reference, the
modernization theory and the crowding out thesis both have the welfare state as a
background. According to the modernization theory it is the economic development
that is the driving force behind value change. Rising levels of income and education
have their consequences on value development and value change. Pre-industrialist
society is characterized by concern with survival needs, and dominance of religious
belief. Industrialized society, on the other hand, emphasizes on material values like
economic well-being, personal security, and national security, increased productive
capability, and control over nature (Inglehart & Baker 2000). See figure 1.1.
Figure 1.1 Modernization theory according to Inglehart Source: Inglehart & Welzel, 2000, p. 25
(adaptation Hikspoors)
Socioeconomic Development
Economic growth and the
welfare state increase
people'' economic
resources.
Rising levels of education,
expanding mass
communication, and
increasingly knowledge-
intensive work widen
people's intellectual
resources.
Growing social complexity
and diversification of
human interactions
broaden people's social
recources.
People become materially
more secure.
People become cognitively
more autonomous
(cognitive mobilization)
People become socially
more indepentdent.
(risk for crowding out)
Diminishing constraints on human choice
Growing emphasis on human autonomy and non material values
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Ultimately, the post-industrial society, characterized by high levels of affluence and
safeguards provided by the (welfare) state, establishes new priorities of human goals
and social values that are essentially post-materialist.
In the area of work values this would imply that “extrinsic” work values (with
emphasis on money, job security, and career possibilities) would be gradually
replaced by more intrinsic work values in more prosperous countries. In the research
of Esser (2005) however this theory was not or partly confirmed and the work values
appeared to be more traditional in those countries that were more prosperous.
Not only values have changed during the transition from pre-industrialist to
post industrialist but also a shift in work and work types can be distinguished. In the
second half of the fifties the United States became the world’s first society to have a
majority of its labor force employed in the service sector. During the next few
decades, the OECD (Organization for Economic Cooperation and Development)
agreed that cultural change in postindustrial society was moving in a new direction
(Inglehart & Baker 2000). Therefore, the economic development has two main
consequences:
 the dimension of emphasis on material wellbeing and escape from hunger and
poverty are linked with early industrialization and the rise of the working class;
 the emphasis on non-material and personal growth reflects the changes linked
with the affluent conditions of advanced industrial society and with the rise of the
service and knowledge sectors.
Basically the developments can be summarized in the figure below.
Figure 1.2 Modernization scheme (Source Harding & Hikspoors 1995) (adaptation Hikspoors)
If the modernization theory is right this would also imply that the Protestant Work
Ethic (PWE) would be subject to profound change as a result of changing
Protestant Ethic ProsperityCapitalism Post
Material/intrisic
Values
Intrinsic Work
ValuesRapid Economic Growth
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circumstances (Modrak, 2008) and as a result of e.g. immigration an Islamic work
ethic would arise and substitute the traditional protestant work ethic to a certain
extent (Modrak, 2008). The modernization theory is not being uncriticized. Some
think that the causal order between economic development and value change is the
opposite as been suggested above and economic development are a result of value
change rather than a consequence.
There are two hypotheses that are important in this respect, the socialization
hypothesis (Abramson & Inglehart, 1995; Peterson & Ruiz - Quintanilla, 2003; Smola
& Sutton, 2002) and the scarcity hypothesis (Hessels, van Gelderen & Thurik, 2008).
The socialization theory assumes that someone’s values reflect to a great extent the
prevailing circumstances during his/her formative years. Since current generations
are raised during the booming of the welfare state it is most likely that this is reflected
in values.
The scarcity hypothesis assumes that someone’s priorities reflect his/her
socioeconomic circumstances. Therefore he/she attaches the greatest value to
relatively scarce goods. Thus the level of development of the welfare state should be
a predictor of whether the population favors non-materialistic life goals (such as
independence); or to put it in the terms of the current study intrinsic work values. It is
generally agreed that intrinsic work values, such as an interesting job, variety,
autonomy, challenging work, etc., are important for the development of a strong job
involvement among employees (Kanungo, 1982; Pinder, 1998).
A second theory is the one of the crowding out hypothesis. Contrasting the
positive effects of the welfare state this theory emphasizes the negative
consequences of welfare. When a person is simply subjected to a decision, he
perceives the interference to be controlling, and her intrinsic motivation for the
respective activity is crowded out (Frey, 1997). For the intrinsic motivation this is
illustrated, by referring to Titmuss, who found that voluntary blood donation in the UK
was far more effective than commercial blood donation in the US and Ryan and Deci,
who argue that when a person perceive an external intervention to be controlling,
their intrinsic motivation to perform their task diminishes (Deci & Ryan quoted in Frey
et al, 1997). In this respect some refer it as the hidden costs of rewards. In fact the
intrinsic motivation is crowded out. This also applies for the relation institutions and
persons and in particular the welfare state (Frey, 1997). For every welfare state, if
social obligations become increasingly public, then its institutional arrangements to
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an increasing extent crowd out private obligations or make them at least no longer
necessary. As a result, voluntary, familial, communal, and other interpersonal ties
tend to weaken, people will lose their moral sense of collective and communal duties
and responsibilities, and they will end up having less trust in their fellow citizens and
in the institutions they are surrounded by (van Oorschot, Arts & Halman, 2005).
Mixed evidence is found. When we apply this to the field of work values is that the
more a welfare state is developed the less emphasis is put on intrinsic work values
(Houston, 2009) and those work values that explicitly refer to the social values of
helping people and contributing to society.
A third theory is the so called Public Service Motivation (PSM) theory (Perry,
2000; Steijn, 2008). This is closely related to the crowding out thesis. PSM tries to
find out which work values are attractive to people that are or want to be employed in
public service. The “helping others” and “being useful for society” values are usually
regarded as typical for people employed in the public sector (Steijn 2008). Since
these values are crowded out by welfare state provisions it is interesting to see if they
are stronger among those employed in civil service than with private employed
people. A second aspect is if these values are typical for public service then people
employed in this sector value the fit between the demand of these values and the
extent up to which they are met in the working situation.
1.3 Work centrality
Work centrality has been defined as “the degree of general importance that working
has in the life of an individual at any point in time” (MOW, 1987).
Some, Marxist oriented, critics hold the view that global rise of productivity,
driven by technological developments, has made it possible to satisfy our basic
needs with less or even minimal human effort. Furthermore, the ”deskilling process”,
caused by the technological progress of the production process, makes wage labor
less and less satisfying (Braverman, 1974). Therefore, according to these critics, the
phenomena of labor should be further rationalized and maximally reduced. They
don’t want to abolish work as a human activity but try to free it from economic
constraints (Paulsen, 2008). The underlying assumption for Paulsen is that people
only work because they are forced to by economic reasons. A first step to an answer
is the question if there are other values in work than financial ones? If we look at the
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definition of Dluglos & Weirmair (1981) again, there are a number of non-financial
functions of work for people to be: social contact, status and personal meaning. This
implicates that besides manifest functions of gaining money to satisfy needs, work
has latent functions as well. Where the manifest functions serve the economic goals
the latent functions affect the psychological wellbeing of people.
These latent functions of work in general and the psychological wellbeing in
particular have been subject of scientific study for almost 100 years Weber (1924)
and DeMan (1927) addressed this theme. In the more recent past Jahoda (1981)
explicitly named the psychological wellbeing and stated that paid work has both
manifest and latent functions that affect the individual’s psychological well-being, with
their presence being essential and their absence harmful. Therefore work centrality
not only refers to economic but even as much to psychological and sociological
processes. A diminishing work centrality would therefore have implications for the
latent functions of work as well. The concept of work centrality is the main subject of
chapter 2 of this dissertation. There we will investigate if the centrality of work really
diminished over time and if there are country-differences.
Some scientists argue that work centrality can be measured in absolute terms
(Isaksson et al, 2004). This position is somewhat problematic, it appears that the
centrality of something always entails a comparison with something else (Furåker,
2011). That is exactly this dissertation centrality of work is going to be compared to
centrality of other areas in life like politics religion, friends, family, and leisure. This
will be the starting point of chapter 2. By comparing it to other areas in life the relative
importance of work is going to be studied.
1.4 Values attitudes, orientations and fit
From the idea that work is a key concept for people and that work has several other
than financial functions follows that people’s work values and attitude to work, are
essential. George & Jones (1997, p. 357) consider values attitudes and moods to be
studied as one “package” they say: “The joint or simultaneous consideration of work
values, attitudes, and moods necessarily requires an appreciation of how these
aspects of the work experience are similar to each other, differ from each other, and
how they are interrelated or affect each other.” They work from the VAM (Values
Attitudes and Moods) model that suggests that work values are the most stable and
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that attitudes and moods differ in that respect that they differ in their dynamism that is
the rate in which they are likely to change. Since the moods are most unstable and
hard to measure we will restrict ourselves to work values and work attitudes. Work
values together with work centrality will be subject of study in chapter 1. Since they
are the more stable than attitudes, a change in work values is an important indicator
of change. Therefore a longitudinal analysis is going to be made by which we can
compare the change in work values in nearly three decades.
As mentioned above, work attitudes are an important element to be
considered together with work values. Some researchers suggested that attitudes are
most usefully viewed in terms of affective evaluations of an object. Other researchers
pointed out that attitude is composed of affects, cognitions, and behavioral intentions.
Therefore George & Jones (1997) concluded that attitudes organize and summarize
how people feel and think about their jobs and organizations which, in turn, can affect
their subsequent experiences.
Given the fact that attitudes always have besides a cognitive and emotional
element a disposition to act (Ajzen, 1991; Petty & Cacioppo, 1996). It can be argued
that work attitudes partly can predict working behavior. A further indication can be
found in the research of Smith (1977) who found a correlation between satisfaction
and attendance at the work place during conditions of a snow storm in a particular
plant of a company, while no correlation was found in plants of the same company
where weather conditions were good. This is essential because the only way in which
we can learn about intention to act and its consequences.
A positive attitude towards work in general, or a given work task in particular,
increases the likelihood that tasks are carried out carefully and responsibly. If people
are willing to contribute their efforts, we can expect other things to happen than if
they are unwilling. More work is likely to be done, and it is likely to be done with
better quality and in a more efficient way (Furåker, 2011). Accordingly work attitudes
are crucial for the production and the standard of living in society.
1.5 Value change, intrinsic value orientation and post-materialism
In literature (George & Jones, 2002; Ester, Braun & Vinken, 2006) there is a
distinction between intrinsic (emphasis on personal development, achievement, and
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autonomy) and extrinsic work values (emphasis on extrinsic rewards or the external
outcomes a person can get from work, as salary or stability).
There is supposed to be a shift from extrinsic to intrinsic work values over time. The
reason why this is the case is formulated by Yankelovich (1994):
“In industrialized society, work has been regarded as a means for economic growth
and the accumulation of money and possessions, in other words as a result of work
material success was strongly emphasized, and therefore extrinsic or instrumental
work orientation had developed. In advanced welfare states work is not any longer a
necessity to provide security and to satisfy basic needs. Instead of focusing on only
material and economic success other values became more prominent, quality of life
issues, care for the environment, self-development through work, individual
autonomy and well-being became key issues. These were increasingly seen as
dependent upon self-realization. A precondition for this development is of course the
ability to satisfy basic needs for a large group of people in modern advanced, rich,
welfare states, such conditions are satisfied and ‘work no longer means “Adam’s
curse” – a disagreeable necessity undertaken solely for survival purposes”
(Yankelovich et al, 1985, p. 13).
With regard to work values these developments are assumed to have triggered the
emphasis on intrinsic work qualities (Halman & Muller, 2006).
A related concept that starts from the viewpoint that the satisfaction of basic
needs is not a key issue anymore is the idea of post-materialism (Inglehart, 1977).
The sociological theory of post-materialism assumes an ongoing transformation of
individuals and society which liberates them gradually from the stress of basic
acquisitive or materialistic needs. In the first place, the term “post-materialism” and
the related concept of “the silent revolution” indicating a shift from a more materialist
oriented value pattern to one in which non- or post-material values prevail.
1.6 Two kinds of commitment
Studying attitudes to work and employment, there needs to be made a number of
distinctions. First of all it is important to distinguish between two main categories:
attitudes to work in general and to specified jobs (Furåker et al., 2011). Two
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categories that are frequently used in the literature about work attitudes (that
correspond with the distinction mentioned above) are the following:
 Employment commitment for work in general (Jahoda, 1981; Hult, 2005);
 Organizational commitment for attachment to an organization in particular
(Mowday, Porter & Steers, 1974).
Employment commitment refers to ‘the importance that people attach to employment
on intrinsic grounds, that is to say irrespective of the financial or concrete
organizational implications’ (Jahoda, 1981; Gallie, 1998; Hult, 2005). The concept of
organizational commitment is often taken to refer to a combination of three different
attitudinal elements among employees: a) identification with the values and goals of
the employing organization; b) readiness to exert effort to help the employing
organization succeed; and c) willingness to remain with the employer (Mowday &
Steers,1979, Mowday, Porters, & Steers, 1982; Lincoln & Kalleberg, 1990; Gallie et
al; 1998).
It should be pointed out, however, that attitudes to work in general may not
easily be kept separate from specific work (if people are asked about work in general
they often take their own job as a point of reference) (Furåker et al, 2011). Therefore
in the course of this dissertation in chapter 3 and 4 employment commitment and
organizational commitment will be studied and put into a broader perspective.
Employment commitment is going to be studied in relation to the institutional
background.
Both employment commitment and organizational commitment will related to
values in general and value fit in particular. According to the literature (Kristof, 1996;
Mottaz, 1988; O’Reilly et al., 1991; Taris & Feij, 2001) compatibility between the
values of persons and organizations has a positive effect on organizational
commitment and work performance. If we look at value congruence into some more
detail, we can see the following: values of persons lead to certain needs in work
situations. Values of organizations lead to supplies of organizations. This will result in
a needs-supply fit. Needs-supply fit (value fit) will be related to organizational
commitment and turnover intentions. The relationship between needs and supplies
within the framework of value studies is depicted in the Figure 1.3.
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Characteristics:
Culture/Climate
Values
Goals
Norms
Characteristics:
Personality
Values
Goals
Attitudes
Organization Person
Supplementary Fit
a
c b
Complementary Fit
Figure 1.3 Conceptualizations of Person–Organization fit with Needs-Supply fit (Kristof, 1996, p. 4)
Figure1.3 also characterizes the exchange from organization and persons. Typical
characteristics from the organization are: culture, values goals, and norms. These
form the basis for the needs and supplies of the organization. Needs can be
resources time effort and commitment and of course Knowledge Skills and Abilities
(KSA). The supplies the organization can offer are of course financial psychological
and personal aspects. The other side of the exchange forms the person. Here we see
the characteristics personality values and attitudes. These can lead to personal
needs (like physical, financial and psychological) and the need for opportunities (task
related and interpersonal). The supplies of the side of the person can be time, effort,
commitment and experience as well as KSA.
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The central issue of chapter 4 will be if a complementary fit as indicated under arrows
a and b will lead to a greater commitment. Given the analysis above under 1.3 and
1.4 the following issues will be central in this study:
 Work centrality and Work values (Chapter 2);
 Employment commitment (Chapter 3);
 Commitment to a specific work and the fit between demand and supply values as
well as its consequences (Chapter 4).
In section 1.8 there will be a short overview of the topics in each chapter.
1.7 International comparative perspective
Work values and attitudes are rooted in culture and education as we shall further
argue in chapter 2. The influence of culture on various aspects of work values
attitudes and behavior has attracted growing attention. Possible causes for this
increase in attention are: globalization, global sourcing, rapidly changing economic
and social conditions such as workforce diversity, widespread, availability of
telecommunication, and global competition (Aycan, 2000). In the last few decades
many methods were developed to assess the international cultural differences
(Hofstede, 1984, 2001; Schwartz, 1999; Trompenaars, 1994). The models developed
have demonstrated their efficacy (Parbotheea & Cullen, 2003). National culture
provides useful explanation for differences between nations regarding differences in
individual work behaviors, attitudes, and values (Parbotheea & Cullen, 2003). Still
one has to recognize that culture is only one of the many environmental factors
influencing attitudes. Research (Parbotheea & Cullen, 2003) has shown that within
the cultural framework it are the institutions that can provide more explicit
explanations for the difference in attitudes and values. Institutions as systems of
established and prevalent social rules that structure social interactions (Hodgson,
2006 p. 13) do have an own dynamic and development. For the purpose of this study
Institution will be used in the sense of production regimes. Therefore production
regimes will function as a framework of analysis.
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The fruitfulness of comparative research designs that include cultural and institutional
differences as important factor was advocated (Kalleberg, 1988). He argues that this
kind of research is necessary to understand how institutional differences between
countries are shaped. However some remarks have to be made. Most cross-national
research on work centrality and work values compares predictors of work centrality in
two to six countries (Harpaz & Fu, 1997; Mannheim, 1993; Hult, 2002). Although
sample size frequently limits cross-national comparisons, researchers nevertheless
often draw far reaching conclusions regarding the cultural bases of differences
between countries. The less common studies with larger country samples emphasize
either simple description of cross-national differences in work centrality. A simple
descriptive analysis against this background seems to make sense. A second
restriction is made by Fischer and Fischer (2005). In an article on commitment and
economic performance they found some results that rather were explained by
contextual differences with certain questions than difference in content. It is argued
by some (Svallfors et al, 2003) that including a more structural explanatory
framework would add value to the study of work orientations and the corresponding
differences between countries. In this study we chose for eight (and in the first
chapter thirteen) nations of different production regimes. Production regimes are
institutional interactions between government, labor, and employers (Huber &
Stephens, 1999). Production regimes will be the main framework of analysis. In
particular in chapter 3 we will embark upon the production regimes. The two main
types of production regimes are liberal market economies (LME) and coordinated
market economies (CME) (Hall & Soskice, 2001). The production regime perspective
underlines the strategic actions and interactions of firms in relation to other actors
(unions, governments, other firms, their employees, etc.) and the most important
institutions that are conditioning these relationships and interactions. In the LME,
hierarchies and markets are the main mechanisms of coordinating interactions. In the
CME are the interaction and coordination between actors more influenced by non-
market relationships, for example the unions and governments.
One central difference between LMEs and CMEs has to do with the character
and quality of employees work and work situation (Soskice, 1999; Gallie, 2007).
The CMEs are characterized by a focus on high quality products that besides
advanced technology require a highly skilled workforce. A major problem for the
employer is to have access to a supply of a highly skilled work force and to train them
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to the specific work tasks. Furthermore, a large knowledge component in the work
process usually implies relatively high levels of independence. Both these factor – the
investments in training and the employees relative work autonomy – leads to more
dependence of the employer on employees and makes the employers more willing to
cooperate with unions and governments. Within the Coordinated Market Economies
often a subdivision is made between Nordic and Rhineland systems referring to the
coordinated market regimes in the Scandinavian countries and those in Germany the
Netherlands and Belgium.
The LMEs are characterized by the production of quantity goods, which, on
the one hand, demand a less skilled labor force and therefore less investment in
training. On the other hand, highly skilled professional and managerial segments are
also needed to secure innovations to keep up in the market competition and for
administrative purposes in more hierarchical organizations. This creates a
polarization of working conditions for low and high skilled employees. Furthermore, a
production-system intended for quantity-production is generally characterized by
greater volatility to market changes, which in turn demands greater numerical
flexibility, i.e. the potential to change the numbers of the workforce. The working
conditions in the LMEs are therefore less favorable for low skilled employees and the
relations between management and employees more hierarchical and management
are more antagonistic to unions. In figure 1.4 the distinction between the production
regimes is graphically depicted.
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Figure 1.4 Diversity in capitalism
1.8 Data and methodology
In the course of this dissertation two datasets will be used to test hypotheses.
Chapter 2 has a longitudinal character and is intended as an update of the 1995
article (Harding & Hikspoors, 1995). Therefore the same data is used and the same
countries will be analyzed: The European Value Studies (Harding et al. 1986; Ester et
al., 1993; Halman, 2001; Inglehart et al., 2004) is a large-scale, cross-national, and
longitudinal survey research program on basic human values conducted in 1981 (16
countries), 1990 (29 countries), 1999/2000 (33 countries), and 2008 in (47
countries/regions). These surveys have been conducted with national samples in a
large number of countries; here we will focus primarily on the following European
countries: France, Great Britain, (West) Germany, Spain, Portugal, Italy, Denmark,
the Republic of Ireland, Northern Ireland, Belgium, and the Netherlands and for
argument’s sake we will include the US in order to compare the European trends to a
non-European benchmark. The individual-level data come from the 1999/2000 and
2008/2009 European Values Study (www.europeanvalues.nl) and the 2000/2001
World Values Surveys (www.worldvaluessurvey.org). For information on these
projects we refer to Halman (2001) and Inglehart et al. (2004).
Capitalism
Liberal Market
Economies
Coordinated Market
Economies
Nordic Rhineland
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Wave 1980 1990 1999 2008Country
Belgium (be) 936 2546 1819 1509
Denmark (dk) 1063 975 939 1507
France (fr) 1145 963 1572 1501
Germany-West 1243 2010 999 1071
Ireland (ie) 1173 998 972 1013
Italy 1358 1988 1170 1417
Netherlands (nl) 1071 987 991 1554
Northern Ireland 304 296 935 500
Norway* 947 1200 1121 1090
Spain (es) 2122 2417 1075 1500
Sweden (se) 891 1011 984 1074
United Kingdom (uk) 1135 1432 1000 1500
United States (us) 2325 1773 1180 --
Figure 1.5 The data from European Value Studies
* As Norway was nog included in the EVS 1999, the Norwegian data from the WVS 1996/97 are used.
We have results for 2008. Due to a delay in the field work only 8 out of 13 countries
are available. Given the comparative nature of this dissertation it is argued that it is
worthwhile to give the results although they have to be cared with prudence. A full
account with all countries involved will appear in print in Furåker, Hakkansson, and
Karlsson in 2011.
The data analyzed in chapters 3 and 4 derive from the International Social
Survey Program (ISSP), a comparative attitude survey inaugurated in the mid-1980s
that now involves almost 40 countries. The characteristics of the sample are
described by Svallfors, (1997 p. 287) and Hult (2005 p. 255). The ISSP represents an
attempt to create a truly comparative data set for use in analyzing attitudes and
values pertinent to a range of issues among the populations of industrialized
countries (Davis & Jowell, 1989; Becker et al., 1990). From 1990 onwards, the survey
replicates previous modules, allowing for comparison both between nations and over
time (Svallfors, 1996). This project uses a subset of questions mainly drawn from the
2005 replicate of the Work Orientation module, in which 28 countries participated
(Scholz, 2007. Zuma Methodenbericht 2007/3 ZUMA Mannheim). All eight countries
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used random sampling methods in surveying their adult populations (>18 years). The
achieved samples of the studied countries are reasonably representative of the adult
populations in that they do not have extremely low response rates and they do not
allow non-random. The net samples for the chosen countries comprise 1506
respondents in the USA, 764 in Great Britain, 1205 in New Zealand, 1020 for
Germany West, 574 for Germany East1, 1229 for Norway, 1234 for Sweden, 763 for
The Netherlands, and 972 for Ireland. While comparative attitude research is
potentially very fruitful, it is fraught with difficulties that may make results and
interpretations fragile (Svallfors, 1996; Jowell, 1998). The intentions are to measures
values or attitudinal differences. What is measured is often the differences in
connotation attributed to various concepts, rather than substantial differences in
values and attitudes (Svallfors, 1996). This problem has been dealt with as far as
possible within the ISSP itself. The questionnaire design is a cross-national exercise
involving drafting groups comprising people from several countries. There have been
pre-tests to adapt the questionnaires. Translation difficulties have been dealt with by
making two independent translations, one by an ISSP member and one by a
translation expert adding a translator.
1.9 The separate chapters
The subject of our research is work values and their change in time. Concepts like
work centrality employment commitment and organizational commitment will enable
us to do so. The concepts show several cross-sections that have never been
researched into detail while they originated different scientific traditions. However, we
expect a certain parrallellity in results. Therefore the work centrality, employment
commitment and organizational commitment will be treated in a chapter each and in
the final chapter we are going to draw some joint conclusions.
1.9.1 Work centrality and Work values (Chapter 2)
As already mentioned an important part of the first chapter is going to be dedicated to
work centrality. The second important issue will be intrinsic and extrinsic work values
1 There is a deliberate oversampling of the Eastern Federal States when analyzing Germany as a whole. This can be
neutralized by using the following weighting factors 0.535069 for Eastern Germany and 1.2449486 for Western Germany.
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and their development. Values and value congruence are considered important
explanatory factors for work behavior, and therefore we will explore the nature and
development of values. This second chapter is an actualized and improved version of
an earlier article of Harding & Hikspoors (1995).
The scope will be on the development of values through time (longitudinal).
Trends will be analyzed an interpreted in the light of the relation of values with
background variables as age and gender. There will be an investigation if work
centrality actually decreased and if so, if other aspects of life, as family or leisure
gained popularity compared to 1980 and 1990. Moreover the development of intrinsic
work values, the development of extrinsic work values and the development of post-
materialism will be analyzed.
1.9.2 Employment commitment (Chapter 3)
Employment commitment refers to “the importance that people attach to employment
on intrinsic grounds”, that is to say irrespective of the financial implications. The
question is why people work. Are they in it for the money only or is there another
reason to participate in paid employment? Do they want to escape work if possible?
In a tight international labor market that is increasingly internationalizing and getting
more and more competitive combined with an increasing call for cuttings on public
spending, the commitment to paid employment becomes a factor of urgency in most
countries. Unlike most studies in this study the institutional characteristics of
countries in the form of so-called “production regimes” will be added as a possible
explanatory element.
The concept of employment commitment used in most studies in the field is
going to be critically reviewed and replaced by two forms of commitment. The first
question that needs to be addressed is to what extent two kinds of commitment to
work and employment varies between relatively similar countries in the western
world.
Studies about the determinants of work values have rarely been conducted in
a comparative perspective, and explanations and interpretations of differences have
seldom been based on the deep-seated institutional differences found between
different types of production regimes.
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We investigate and compare this matter across eight western countries2. Using data
from the 2005 International Social Survey Program (ISSP). Based upon previous
international research of Hult (2003, 2008), Gallie (2007), Esser (2005, 2009) and
Parbotheea & Cullen (2003) employment commitment and its correlates and
antecedents will be studied. The relations between employment commitment and
antecedents are put into an international perspective. There will also be a paragraph
on the gender preferences in work values and both kinds of employment
commitment.
Unemployment and the ways to avoid it will also be studied in this chapter as
well as the values that influence people’ s flexibility. Unemployment and work values
will be another topic covered. A subject that has our scientific attention is the so-
called Public Service Motivation. Motivation is mostly value driven and one of the
problems that will be covered in chapter 3 and will be the question if there are
differences in value orientation between people in public service and people
employed in private companies.
1.9.3 Organizational commitment and the fit of needs-supply values (Chapter 4)
Since the definition of Dluglos & Weirmair (1981) explicitly includes the idea of
exchange this is the basis not only for work but also for commitment. Hence a
condition for the attachment of individuals to organizations will often be the fulfillment
of financial needs or/and of personal ambitions or social affiliation (Mottaz, 1997).
A correspondence between needs and supplies is referred to as needs-supply fit.
This fit can lead to higher commitment which is the bottom line of chapter 4. Possible
mediators in the relation between fit and commitment are going to be reviewed. A
special kind of fit is the fit on the level of societal values. This will be researched in
particular for the group of public sector employed people.
This chapter has some elements that are new or have hardly been researched in
previous studies.
- First in this chapter the so-called funnel effect (Fischer, Brauns & Belschak 2002)
that relates to the interrelation between needs and supplies and the
2 Data enabled us to investigate the Eastern part of Germany separately and we found some interesting differences.
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consequences for fit will be examined. A separate analysis will be made of the
funnel-effect for people employed in the public sector.
- A second issue is the combination of needs and job satisfaction in four typologies
and its effect on organizational commitment.
- A third issue is the supposed mediation of job satisfaction in the relation between
fit and commitment and its difference between countries.
- Fourthly this chapter examines the form of the relationships of three different
dimensions of needs and supplies fit (i.e. intrinsic work aspects, extrinsic work
aspects, and societal aspects at work) with commitment, job satisfaction and
intention to leave (Taris & Feij, 2001).
- A fifth and last issue is the value fit of people employed in the public sector.
According to recent research in the Netherlands (Steijn, 2008) the relationship
between societal values and commitment would be particularly visible with those
employed in the public sector.
These issues will form the body of chapter 4.
1.9.4 Concluding epilogue
There will be a final and concluding chapter in which the important results are going
to be analyzed and interpreted. Questions about the temporal development of values,
the declining of work centrality and the shift from work orientations to leisure
orientation, the antecedents and consequences of employment and organizational
commitment will be answered within the framework of cultural and institutional
international differences. Also the questions about commitment as reviewed in
chapter 3 will be evaluated and analyzed. The country and production regime
differences will be overviewed and commented on.
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2 WORK VALUES DEVELOPMENTS IN TIME
2.1 Introduction the role of work in society
Most adults in industrialized societies spend a considerable part of their daily
activities in work or in training and preparing for work activities. Societies put
considerable resources into job creation and into the education of their citizens for
paid employment. Despite these effort politicians, managers, teachers and parents
continually express their concerns regarding a declining work ethic and the declining
centrality of work. The symbolic and economic centrality of work in post-industrial
society has been questioned by a number of authors (Offe 1985; Gorz, 1999;
Vecernik, 2002; Beck, 2000). According to these the centrality of work has decreased
- something which is referred to as the end of work - (Rifkin, 1995), or the specter of
a jobless society (Castells, 1996) or the downside of the risk-society (Beck, et al.,
1990). Vecernik (2003) is not specifically referring to the end of work but also finds a
decrease in the role of work in his study on work values. Hustings & Lammertijn
(2007) found decreased work centrality in their sample of Red Cross volunteers.
In this chapter we are first going to have a look at the historical context of work
and work, the Protestant Work Ethic (PWE) and work related values. Subsequently
the most important theoretical notions will be reviewed and hypotheses will be
formulated. The ideas of a declining work centrality as well as a shift from work in
leisure orientation will be tested. A second important question will be if there is a shift
from an extrinsic to a more intrinsic value orientation is going to be studied. A subject
rather unexplored until now is the relation between intrinsic work values and post-
materialism.
In the last section developments are going to be related to some background
variables like workplace position and age in order to explain the differences in effect
for age-groups and supervising and not supervising people. Finally some conclusions
are going to be drawn and feedback for theory and practice are going to be
formulated.
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2.2 Historical Context
2.2.1 In general
Notions about the importance of work and its functions in society are relatively recent
and culturally diverse. The Greeks and Romans did not greatly value (manual) work
and saw it as a curse suitable for slaves (Furnham, 1990). In the Middle Ages, it was
widely believed that God created the nobility to elevate virtue and justice, the clergy
to occupy themselves with labors of love and faith and the (ordinary) people to work
and trade in order to create wealth (cf. Drenth, 1991). Priests from the Zisterzienser
convent have been promoting work in the Middle Ages under the slogan: Ora et
Labora. A negative attitude toward work, as has been present in the Antique, is thus
being prevented. Only with the advent of the Reformation did the first signs of the
modern work ethic become apparent.
It was Max Weber (1958) who tried to put into place the chain of events
leading to the rise of modern capitalism. He argued that the Protestant Work Ethic
(PWE) the Spirit of Capitalism gradually evolved into a value system that viewed the
accumulation of wealth as a sign of divine grace and which encouraged an ascetic
self-control in order to accumulate endless wealth with little tendency to consume it.
In other words, becoming rich through one’s own efforts was the surest sign that an
individual was graced by God. In this way hard work served a higher order need and
acquisitive motives, expressed through the PWE, created the fertile ground for the
development of capitalism.
It was not religious factors alone that Weber singled out. Rather these can be
viewed as coexisting and reinforcing other societal factors such as urbanization, the
development of cooperatives/guilds, a codified and developed legal system, a
bureaucratic nation state; book keeping systems, etc. (Furnham, 1990). Moreover,
the development of the machine age placing increasing emphasis on rational control
of natural phenomena is regarded as having impacted on the development of work
practices and attitudes.
Yankelovich (1985) discerns three values patterns associated with three broad
epochs: values concerned with sustenance in agrarian societies, values concerned
with material success in industrial societies, and values concerned with expressivism
in welfare societies.
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2.2.2 PWE Dead and Gone?
The PWE has come to be treated as more related to a country’s religious culture
(with the emphasis on culture) than to the religious beliefs of groups and individuals
(Giorgi & Marsh, 1990). Often the PWE is used to classify cultures in which the
difference between cultures is attributed to the presence or absence of the PWE. It is,
of course, possible to side-step PWE and explain variation in similar constructs of
attitudes with cultural differences alone (Hofstede, 1994). It has been shown that
some work-ethic scales related to PWE correlate with some of Hofstede’s cultural
dimensions (Furnham et al., 1992).
Heller (1991) argues that the protestant work ethic is high in those countries
that were industrialized in the 20th century and that is not related to Protestantism but
to industrialization. The latter being in accordance with the arguments by Modrak as
covered in the first chapter. Bell thinks that instant credit was the “enemy” of the
protestant work ethic and that only hedonism remains (Bell 1979).
One could ask oneself: Does this mean that the PWE which was an important
reference point for so many decades is gone? Nowadays many social scientists use
the PWE to explain work behavior of people in general and the importance of work in
one’s life in particular.
One problem with the concept of the PWE is that it has come to encompass so
much and to be used in so many sometimes-contradictory contexts that it is now
difficult to say exactly what it means (Furnham, 1990). However, behind the accreted
value constructs and correlates, we should find that devotion to work in order to
accumulate money for its own sake lies near the core of the concept (Weber, 1958;
Furnham, 1990). PWE has also been formulated as an ‘obsession with money as a
sign of success’ (Furnham, 1990). According to Furnham PWE is positively related to
admiration of success, political right-wing values, and to free enterprise and anti-
welfare beliefs (Furnham, 1990). Thus, if instrumentality is the attitude that applies
best to those who are alienated from their work activities, PWE should apply to those
who are unconditionally involved in it. This becomes clearly manifest in the studies of
Harpaz et al. (2002) on workaholics. In the same study the relation between the
protestant work ethic and work centrality is highlighted. According to Haparz (2000)
and Hirsfeld and Feild (2000) work centrality is deeply rooted in the PWE. Recently
Sharabi & Harpaz (2010) concluded that Israeli work centrality was rooted in the
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Protestant Work Ethic and, that higher levels of work centrality improved performance
and that it is related to positive working behaviour. In their study Twenge Hoffman
and Lance (2010) argue that work ethic and work centrality decreased over time.
2.2.3 Work and values
As already mentioned in chapter 1 we are choosing for a definition which starts from
the functions employment potentially fulfills (Dluglos & Weirmair, 1981):
 Exchange - each person receives some form of compensation (money, benefits)
for the service that he/she gives.
 Social contact - work provides interaction with other people.
 Status - work provides status and rank in society depending on the nature and
level of work undertaken.
 Personal meaning - work provides a potential source of identity, self-esteem, self-
actualization and fulfillment.
Work values form a subset of general life values that guide people and enable them
to navigate the multiple spheres and roles in their lives. One of the most prominent
writers on values and value systems Rokeach (1973) defines value as: enduring
belief that specific mode of conduct or end-state of existence is personally or socially
preferable to an opposite or converse mode of conduct or end-state of existence.
Rokeach calls preferable modes of conduct instrumental values and preferable end
states terminal values.
George & Jones (2002, p. 74) give an adequate definition of work values: A
worker’s personal convictions about what outcomes one should expect from work
and how one should behave at work.
Work values are rooted in larger value systems (Figure 2.1), which are in turn
associated with national cultures (Parboteeah & Cullen, 2003). The are transferred to
individuals via primary and secondary socialization (e.g., family, education, vocational
training). Through socialization, individuals learn and internalize behaviour in
accordance with what is required and expected of them in their work roles (Kraimer,
1997; Harding & Hikspoors, 1995). What is expected of people, however, is
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dependent on specific circumstances and individual characteristics, for example
gender, age, and social status.
Figure 2.1 Roots of work values (source Harding and Hikspoors 1995)
2.3 Theory
2.3.1 Other values needed?
From the modernization theory (Ester et al, 1993; Inglehart, 1997) it is argued that
societal change results in value shift. Modern society is facing several developments.
Severe international competition, rapid globalization of the economy, habitual
innovation necessity, dynamic diffusion of ICT-applications, the shortening of
products’ life cycles, the need for customer and service orientations, service quality
and integral quality care, and the vital importance of sustainable professionalization,
all imply that more and more is expected from the average European worker
(Castells, 1996; Ester & Vinken, 2001).
In order to survive in increasingly competitive international markets whilst
meeting the raising demands of customer focus and shareholders’ value many
businesses have been forced to restructure their activities, to maximize their human
resources and to alter the nature of the (psychological) contract between employer
and employee (Rousseau, 1995). In such a contract there would be some kind of
agreement on what the mutual obligations are, quid pro quo, but often it also refers to
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some third parties or sanction and then the “non contractual elements of the contract”
become important (Parsons & Smelser, 1956; Furåker, 2011; Durkheim, 1964).
In the past the contract was clear: The employee gave his workforce for forty
hours a week, forty years long performing rather standardized tasks for a fixed
remuneration and could expect protection and lifetime employment and protection
from his employer. This does not represent the present situation.
A “job for life” has been replaced for some by either the prospect of long-term
unemployment for some and for others by more flexible work arrangements. A
consequent decrease in stability and security can be a result. Changing the
psychological contract can lead to a change in attitude (Bal et al., 2008).
State controlled or related organizations are not immune and in many cases
have been encouraged, or obliged, to take on characteristics of the private sector,
even to the extent of having to tender against competitors for their own core
business. In the case of education this is illustrated in a study of Teichler (2004) who
concludes: “Second, it is surprising to note how much the debate on global
phenomena in higher education suddenly focuses on marketization, competition and
management in higher education. Other terms, such as knowledge society, global
village, global understanding or global learning, are hardly taken into consideration.”
This change in policy in general and particular concerning “not for profit
organizations” had severe consequences for the employees. Despite all good
intentions many employees were driven into the periphery of their organizations or
even worse lost their jobs. Those who did remain in full-time positions in their
organizations may find themselves increasingly burdened by overwork and find
themselves in a position to have no opportunity for personal development.
Yet, paradoxically, others have found an enormously increased opportunity for
personal development through their work as organizations have recognized the need
to increase the sense of involvement, teamwork and decision-making within their
workforce (Vecernik, 2002).
The development poses a challenge to many organizations who realize that
such people and their brains truly are their greatest asset. The loosening of the
employer-employee contract has become two-sided flexibility. This could implicate
that the empowered and more demanding employees may use the opportunities of
flexibility by leaving and taking their brains with them, subscribing to the so-called:
“do it yourself economy” (Handy, 1994). The nature of work itself also has changed.
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As a result of the developments mentioned in the last paragraphs companies and
institutions need more entrepreneurial types of employees. If the employee wants to
be in the core of the organization he/she needs a full commitment to the organization
and an attitude that supports organizational goals (an elaboration on these issues will
be done in chapters 3 and 4). Where in chapter 3 the commitment to paid
employment in general, as well as the flexibility to avoid unemployment will be
covered, organizational commitment will be the central issue in chapter 4.
Except for a high level of organizational commitment (see our analysis in
chapter 4) extensive employability is expected with respect to changing
organizational goals and contexts, working times, and working locations. Investment
in keeping one’s knowledge and competences up-to-date is seen as a crucial
personal drive. The modern employee becomes an entrepreneurial employee
(Baarveld, 1999). This shift also becomes manifest in the vision of career: career is
an individual’s lifelong human resource project, crafted through a process of
continuous reflexive self-assessment, continuous learning and adaptation, and of
course continuous self-marketing (Fenwick, 2003).
This is the new ideal of individualized work, in what du Gay (1996) has
declared the domination of the enterprising self. This form of work has been
described as a portfolio career (Handy, 1994).
This tendency not only implicates more demands from the employer but also a
more demanding work force. Those demands are both from an intrinsic as well as an
extrinsic nature. A work force that not only has demands in the field of salary,
compensation and career possibilities (extrinsic) but also has explicit wishes
regarding the content of work and the personal development in work as well as the
possibility to work independently. This leads us to the following hypothesis:
Hypothesis 1: The demand of both extrinsic and intrinsic work values of the
workforce will show an increase over time between 1980 and 2008.
2.3.2 Work centrality and employment commitment
Two concepts closely related to the Protestant Work Ethic (PWE) are those of
employment commitment and work centrality (Lounsbory et al, 2003). As pointed out
in the previous chapter employment commitment refers to the importance that people
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attach to employment on intrinsic grounds, that is to say irrespective of the financial
implications (Jahoda, 1981; Gallie, 1998; Hult, 2005).
Moreover, employment commitment is not a measure of the nonfinancial values in a
particular employment situation but it clearly refers to the importance of being
employed in general for social and psychological reasons (Nordenmark, 2004).
Work centrality is defined as individual’s beliefs regarding the degree of
importance that work plays in their lives (Paullay et al., 1994). The work centrality
concept stems from Dubin’s (1956) formulation of work as a central life interest that,
in turn, is rooted in Weber’s (1958) PWE theory. People who consider work as a
central life interest have a strong Identification with work in the sense that they
believe the work role to be an important and central part of their lives. In sum, work
centrality consists of normative beliefs about the value and importance of work in the
configuration of one’s life (Brooke et al., 1988; Kanungo, 1982; MOW International
Research Team, 1987). Work centrality showed strong correlations with the PWE
(Hirschfeld & Feild, 2000).
A nice illustration of the concept of work centrality is the research by Arvy,
Harpaz & Liu (2004) who investigated the attitudes towards work of people that just
won the lottery. One of the findings was that the choice of quitting their work
depended upon the centrality of work in their lives. The ‘lottery question’ however has
been object of some scientific controversy (Paulsen, 2008). The question is
supposed to measure non-financial employment commitment, that is, the degree to
which people regard work as an important source of meaning and joy beyond the
financial necessity (Paulsen, 2008). Although the concepts of work centrality and
employment commitment are not completely interchangeable, in most research these
are measured with similar indicators. Some authors regard these even as synonyms
(Isaksson et al, 2004).
In the later part of this study the concept employment commitment will be the
scope of study. For this chapter we will concentrate on work centrality. We first will
identify trends on a macro level and subsequently compare them over time, in order
to understand and interpret the longitudinal development of work centrality.
In our introductory chapter we argued that work centrality can be best
assessed when comparing it to something else. Given the fact that leisure is often
regarded as the opposite of work there is often assumed that the relation between
the two domains might be complementary (spillover model) (Wilensky, 1960) or
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compensatory (Wilensky, 1960). In both cases this would mean that an increase in
leisure would at the same time mean a decrease in work importance (Offe, 1984;
Opaschowsky, 1985).
Another reason for comparing work centrality to leisure lies in the fact that in
previous research work and leisure always were rated as less important as family
and friends and more important as politics and religion (Harding & Hikspoors, 1995,
Harpaz, Honig & Coetzier, 2002).
Recent studies suggest that there is a declining trend in the importance being
ascribed to work in Western Europe. Ruiz - Quintanilla & Wilpert (1991, p. 97 ff.)
examined the perceived value of work in Germany and found that it had decreased
over a six-year period during the 1980s. This parallels an increase in the importance
of leisure, with leisure even surpassing work in 1989.
However the importance of work, so the authors argue could never forgo the
function of work as a central mechanism of distributing goods and benefits (Snir &
Harpaz, 2002). Others signal an increased focus on leisure as a result of higher
productivity (Heller 1991). Smola and Sutton (2002) found a general trend “away from
being a ‘company man’ to a perception of work that is given a lower priority than in
years past. The results also show an increasing trend in which personal value is less
associated with what one does or how hard one works” (p. 379). In their study
Twenge, Hoffman and Lance (2010) argue that work centrality had decreased over
time. Vecernik (2003) finds a decrease in the role of work in his study on work values.
Hustings & Lammertijn (2007) found decreased work centrality in their sample of Red
Cross volunteers.
Three questions can be asked about the findings of previous research:
 Do the results hold during this decade?
 Are they valid outside Germany and the US?
 Does a decrease in work centrality go along with an increase in the perceived
importance of leisure?
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This development leads us to the following hypotheses on value change:
Hypothesis 2: A decrease in work centrality will be shown in all European countries
over time (between 1990, 1999 and 2008).
Hypothesis 3: The decline in work centrality goes along with more emphasis on
leisure and family.
2.3.3 Intrinsic and Extrinsic work values
Despite a not-uniform definition and different labels, most work researchers appear to
identify the same two or three types of work values : (1) intrinsic or self-actualization
values, (2) extrinsic or security or material values, (3) social or relational values
(Alderfer, 1972; Borg, 1990; Crites, 1961; Mottaz, 1985; Pryor, 1987; Rosenberg,
1957; Elizur, 1984). In the nineties there was a vast body of research from scientists
who were using the facet theory (Borg in Fischer, 2005). They classify them into
three dimensions intrinsic extrinsic and comfort items. In this research we will chose
for the classic distinction between extrinsic and intrinsic work values (Borg, 1986;
Herzberg et al 1957, 1959 Borg & Braun, 1996; Elizur et al., 1991; England & Ruiz -
Quintanilla, 1994; Van den Elzen, 2002; Zanders, 1987, 1993). The typology of
extrinsic and intrinsic work values is a very basic one. This has the advantage that
ambiguity of items can be prevented. The construction of this distinction from the 15
values in the European Values Survey is demonstrated in table 2.1 in which the work
values are classified by facets (Borg in Fischer, 2005). The rationale behind table 1 is
as follows e.g. for item 1 Herzberg, represented by the letter H, distinguishes
between hygiene and motivators and classifies, for e.g. item 1, good pay. This means
it is hygiene while Maslov, letter M, distinguishes the facets psychological, security
and belongingness, recognition and self-actualization. Alderfer used a classification
of existence, relations and growth. This classification is very close to the one that is
used by others e.g. Rosenberg: intrinsic for growth, extrinsic for existence and
relations for social. So subsequently all authors and classifications are listed. In the
last column the final choice between extrinsic and intrinsic is made.
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Table 2.1 Fifteen EVS work values coded on facets
Item H M A E R L B Work value Selected for
1 h S e i e i 1 Good pay Extrinsic
2 m B e A s n 4 Pleasant people to work
with
—
3 h P e i e n 3 Not too much pressure Extrinsic
4 h S e i e n 2 Good job security Extrinsic
5 m r g K e i 1 Good chances for
promotion
—
6 m r r A s n 1 Job that is respected —
7 h S e i e n 4 Good hours Extrinsic
8 m A g K i g 3 Opportunity to use initiative Intrinsic
9 h B r A s n 4 Job useful for society —
10 h P e i e n 4 Generous holidays Extrinsic
11 h B r A s n 4 Meeting people —
12 m A g A i n 2 Job in which you can
achieve something
Intrinsic
13 m A g K i g 3 A responsible job Intrinsic
14 m A g K i g 3 Interesting job Intrinsic
15 m A g K i n 3 Job that meets one’s
abilities
Intrinsic
H(erzberg) = h = hygiene, m = motivator
M(aslow) = p = physiological, s = security, b = belongingness, r = recognition, a = self-
actualization
A(lderfer) = e = existence, r = relations, g = growth
E(lizur) = i = instrumental-material, k = cognitive, a = affective-social
R(osenberg) = e = extrinsic, i = intrinsic, s = social
L(evy-Guttman) = i = dependent of individual performance, g = depends on group performance, n =
not performance-dependent
B(org-Elizur) = 1 = fully dependent on individual performance, 2 = more dependent on individual
performance than on system, 3 = equally dependent on individual performance and
on system, 4 = dependent on system only
Sources: Borg in Fischer (ed) 2005, p. 68 and Ester, Braun & Vinken 2006
We can learn from this table that pay, job security, not too much pressure and
generous holidays form the elements of extrinsic oriented values while a job that
meets ones abilities, an interesting job, a responsible job and a job in which you can
achieve something are the intrinsic values. This distinction, as we will see, directly
relates to the issue of whether Western societies are indeed favoring work values
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that reinforce flexibility, employability, self-development, and achievement (Ester,
Braun & Vinken, 2006). We do think that these values also have their effect on
organizational commitment.
Extrinsic work values can be defined as conventional or traditional values
which prioritize security over other aspects of work, that work is primarily seen as
necessary for providing one’s livelihood, and which underline the importance of
material job features such as good pay, comfortable working times and vacation
arrangements, protection, and the absence of work stress. Intrinsic work values are
defined as values that emphasize non-material or post materialist job characteristics
such as the possibility of personal development, achievement, and autonomy, having
a say in the work organization, being able to take initiative, having an interesting,
responsible, and challenging job. Intrinsic work values reflect openness to change,
the pursuit of autonomy, interest, growth, and creativity in work. “Extrinsic work
values express conservation of values; job security and income provide workers with
the requirements needed for general security and maintenance of order in their lives”
(Ros & Schwartz, 1999). Employees stressing extrinsic work values attach a different
meaning to work and the working situation. When we look at the longitudinal
development we would expect a decrease in extrinsic work values on behalf of a rise
in intrinsic values.
According to Maccoby (1988), the adoption of intrinsic expressive, self-
development values is an issue that concerns primarily managers and senior people
in organizations. Subdividing the population by managers/professionals does indeed
reveal that this group places greater emphasis on personal development issues such
as responsibility and initiative, although the gap appears to be diminishing (Zanders,
1993).
2.3.4 Transition towards a post-industrial society
Several authors have tried to integrate historical developments in their attempts to
explain the emergence of contemporary work values. Yankelovich (1985), for
example, discerns three values patterns associated with three broad epochs: values
concerned with sustenance in agrarian societies, values concerned with material
success in industrial societies, and values concerned with expressivism in welfare
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societies. Inglehart (1990), similarly has argued that the success of capitalism has
itself engendered the emergence of values at odds with the spirit of the PWE.
The purported change towards more intrinsic, post-materialist values has not
occurred in isolation; rather, it is interrelated with structural changes in society and in
particular with the transition from industrialized to post-industrial society, in which the
emphasis of commercial activity shifts to the service sector (Touraine, 1969; Bell,
1973). Knowledge, automation and technology have become the main competitive
features in business, a development summarized by Fukuyama (1992).
Technological innovation and the highly complex division of labor has created a
tremendous increase in the demand for technical knowledge at all levels in the
economy and consequently for people who - to put it crudely - think rather than do.
Traditional workers in this respect have less opportunity for ‘cognitive mobilization’
(Inglehart, 1990) insofar as they continue to work in a hierarchical system with little
autonomous judgment. Knowledge workers, on the other hand, particularly in the
service and information sector where the emphasis is on people and concepts rather
than the production of goods, are considered to have been in the vanguard of this
social movement.
The development poses a challenge to many organizational management
teams which realize that such people and their brains truly are their greatest asset.
Therefore the loosening of the employer-employee contract has become two-sided,
empowered and demanding employees can reverse the traditional power balance
and take the opportunity to assert their flexibility and leave the company taking their
intelligence with them by ascribing to the so-called “do it yourself economy.”
Earlier we mentioned the work of Inglehart (1990) on materialism/post-
materialism in the light of the transition toward a post/industrial society. He contends
that as a result of the success of the Protestant ethic and a stable economic system,
other values become more important. Materialist concerns with economic well-being
give way to ‘post-materialist values’ emphasizing freedom of expression, greater
individualism, and a less rigid social morality. These values are considered to have
been transmitted to the workplace, particularly among younger, better educated
employees, in their desire for greater autonomy and participation in decision-making.
From a different starting point, a comparable development in values is described by
Klages (1985), who investigated the transition from duty and acceptance values to
self-development values. This shift is described by Ingelhart (1977, 1990, and 1997)
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as a slow change of the value structure implying a higher priority to quality of life, self
realization and altruism and less emphasis on materialistic and security values. This
development is said to be especially evident among young and highly educated
people. However this is not undisputed and there is some discussion about both the
direction of value change as well as the dimensionality of the concept (Hagström &
Kjellberg in Isakson, 1997). The research in post-materialism and work values is
moving into a largely unexplored area. In his first study Inglehart (1977) did pay
attention to this relationship. Hagström & Kjellberg (2000) used it in their study on
work values and socialization on nurses and engineers in which they found post-
materialistic values to be more stable than work-values. They argue: “Post-
materialistic values did not change much and the changes were not significantly
related to the work conditions studied. Work values were less stable and the changes
showed some relations to work experiences.” Inglehart (1977) found in his study a
solid relationship between post materialism and two items that according to the
scheme in table 2.1 can be classified as intrinsic. We hypothesize the following:
Hypothesis 4: There will be a positive relationship between intrinsic work values
and post-materialist values.
2.3.5 Personal characteristics and work values
2.3.5.1 Work place position
According to Maccoby (1988) the adoption of intrinsic expressive, self-development
values is an issue that concerns primarily managers/senior people in organizations.
Subdividing the population by managers/professionals does indeed reveal that this
group places greater emphasis on personal development issues such as
responsibility and initiative, although the gap appears to be diminishing (Zanders,
1993).
Following Zanders (1983), Harding & Hikspoors (1995) found interesting
differences in the support for intrinsic values among supervising and non-supervising
people. It is our purpose to investigate if this difference can also be found in 1999.
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Therefore we hypothesize:
Hypothesis 5: Both in 1999 and 2008 supervising people will adhere more intrinsic
values than non-supervising people.
2.3.5.2 Age-lifecycle/cohort
The idea of change is rooted in the socialization hypothesis as depicted in figure 2.1
of this chapter. Age differences are often associated with differences in value
preferences. Such differences, however, have two distinct interpretations; that such
changes are due to generational change (cohort effects) or that they are due to
changes in the life-cycle (life-cycle or age effects). The former effect, cohort effect,
appears because of special economic, social and political circumstances in the
formative years of each generation (Inglehart & Abrahamson, 1995; Peterson & Ruiz
- Quintanilla, 2003; Smola & Sutton, 2002). According to Inglehart the development
can be described as follows: “After a period of sharply rising economical and physical
security one would expect to find substantial differences between the value priorities
of older and younger people: they would have been shaped by different experiences
in their formative years” (Inglehart, 1990, p. 69). Between 1974 and 1999 there is an
increase in the importance of leisure and the decrease in the importance of work
(Sharabi & Harpaz, 2007). This trend is continuation of process that began in the
1960s (Yankelovich, 1979) initiated by young people. There are similar findings to
those trends in the Western society (Abramson & Inglehart, 1995). According to
Sharabi & Harpaz (2007) there would be more emphasis on leisure among younger
people while older people would put work more centrally at least in 1980. Their data
primarily concerned Israeli respondents. Twenge et al. (2010) found in an American
study that GenY-ers/GenM-ers (born 1989-1999) ‘hold stronger values for leisure
time and place more value on work that provides extrinsic rewards. GenM also
values intrinsic and social rewards less than Boomers did’ (p. 1133). Within the
framework of the current dissertation the question has to be asked if these
conclusions can be generalized unto a European level.
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Therefore we hypothesize:
Hypothesis 6: Younger people will ascribe lower importance to work and higher
importance to leisure than older people.
Ester, Braun & Vinken argue that an using age categories instead of age provide a
better assessment of cohort effects. Therefore we follow their argumentation and
chose a categorization of age that corresponds with transition phases in working life
(Ester, Braun & Vinken in Ester, Braun & Mohler 2006). A categorization in three
phases formative years (15-29) maturity (30-49) and (pre) disengagement (50 and
older) would be a better indicator.
From the family socialization as depicted in Figure 2.1 on could ask oneself
whether differences in work centrality and work values are related to gender, age,
and education (Halman & Muller, 2006; Hult, 2008; Hakim, 2000; Warr, 2008).
Halman & Muller (2006) investigated whether there are any gender differences in
work value preferences and work orientations arguing that typical gender roles are
rooted in processes of socialization and education where men and women learn and
internalize behavior in accordance to what is required and expected on the basis of
gender (Marini et al., 1996). Nevertheless, empirical research does not find
substantial evidence for large gender differences in work values (Halman & Muller,
2006; Rowe & Snizek, 1995, Warr 2008).
Contrary to those who think that gender inequality gradually disappeared
Hakim (2000) thinks that it is not the disappearance of gender differences but the
distinction between work-committed women on the one hand and housewives on the
other hand, that counts. What Hakim presents is a preference theory claiming that
women, to a greater extent than men, should be analyzed with respect to their
individual work-lifestyle choices. For example, home-centred women give priority to
home and family and ‘avoid paid work after marriage except in times of financial
stress’ (Hakim 2002 p. 437). In contrast, work-centred women focus on making a
career, thus prioritizing work over family life.
Warr (2008) reports small but significant differences in work centrality between
men and women. He also found that gender differences retained significance for
different employment status of men and women (full-time/part-time).
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Due to this we hypothesize:
Hypothesis 7: The difference in work centrality between men and women can in fact
be explained by the occupational status of women (working, part-time
working or not working).
2.4 Sample and data measurement
2.4.1 In general
The social implications of these apparently contrasting changes in the nature of work
make it important to understand what light the social sciences and organizational
research can shed on their development. As already described in chapter 1, in this
chapter we particularly shall draw on the European Values Surveys conducted by the
European Values Systems Study Group (EVSSG) in 1981/1982, 1990 and
1999/2000 (Harding et al., 1986; Ester et al., 1993; Halman, 2001; Inglehart et al,
2004). We have results for 2008. Due to a delay in the field work only 8 out of 13
countries are available. Given the comparative nature of this dissertation it is argued
that it is worth-while to give the results although they have to be cared with prudence.
A full account with all countries involved will appear in print in Furåker, Hakkansson &
Karlsson in 2011.
2.4.2 Measures
2.4.2.1 Work centrality
In the questionnaire of the World value survey work was listed among other areas of
life that were of importance for the respondents. The phrasing was: ‘For each of the
following aspects, please indicate how important it is in your life? The four other
options were family, friends, leisure time, politics and religion.’ These ratings of the
personal importance of (presumably paid) work served here as the indicator of work-
role centrality (Warr 2008). As already mentioned in the introductory chapter by
comparing it to other areas this way of measurement puts a perspective unto the
results because in our view the concept of work cannot be measured alone but by
definition always encompasses a comparison with something else.
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2.4.2.2 Intrinsic and extrinsic work values
Respondents of the survey were asked about intrinsic and extrinsic job values (the
fifteen mentioned in table 2.1). The question was phrased as follows: ‘Here are some
aspects of a job that people say are important. Please look at them and tell me which
you personally think are important in a job’. This resulted into two scores 1 for
mentioned (as the respondent considered the aspect important) and o for not
mentioned (indicating the respondent did not find the aspect important).
As mentioned in table 2.1 the intrinsic characteristics are: “an opportunity to
use initiative”, “a job in which you feel you can achieve something”, “a responsible
job”, “a job that is interesting” and “a job that meets one’s abilities.” According to the
wording of the questionnaire the extrinsic characteristics are: “good pay”, “not too
much pressure”, “good job security”, “good hours” and “generous holidays.” The
characteristic “a job respected” was not considered to elaborate the index, since it
was classified in different ways for different authors or data analyses. The more items
were mentioned from one group the more the person could be characterized as in- or
extrinsic. Except for the adding the items they were also divided by the number of
options chosen. So a score can be obtained varying from 0 to 1. Since there is a
tendency that people tend to classify all work values as important (Borg in Fischer
2005 p. 63) we added a measure were the score on extrinsic items was subtracted
from the score on intrinsic item, in order to get a better indication on the relative
importance.
2.4.2.3 Post-materialism
We use the 4 item post-materialism scale (Inglehart, 1977; Abrahamson & Inglehart,
1999) although we realize there is some discussion about it. Davis & Davenport
(1989) claim that there has not been a thorough micro level examination of the
validity of the original four-item measure of post-materialism. Inglehart disagreed; in
his first article on the subject Inglehart (1971) tested the validity of the four-item index
against theoretically relevant attitudes. In all six countries surveyed he found that the
attitudes of materialists differed from those of post-materialists by large margins and
in the expected direction, and in every country the mixed respondents always fell
between the two polar types (Inglehart & Abrahamson, 1999). Therefore the 4 item
scale gives a valid representation of the construct of post-materialism. The post-
51
materialism index has the following four items: a) maintaining order in the nation, b)
giving people more to say in important government decisions, c) fighting rising prices
and d) protecting freedom of speech. The post-materialism index (cf. Uhlaner &
Thurik 2007) is constructed as follows: 1= Materialist: first choice item a, second
choice item c or first choice item c and second choice item a. 2= Mixed: first choice
item a or c and second choice item b or d or first choice item b or d and second
choice item a or c. 3= Post-materialist: first choice item b and second choice item d
or first choice item d and second choice item b. The country scores were aggregates
of the individual respondent scores. All ranging from 1 to 3.
2.4.2.4 Age categorization
Formative years: 15-29.
Maturity: 30-49.
(Pre)disengagement: 50 and older.
2.5 Results
2.5.1 A more demanding workforce and more intrinsic oriented workforce?
In hypothesis 1 there was a prediction of a more demanding workforce. This
hypothesis is tested by comparing the scores on extrinsic and intrinsic values over
time. Therefore the means of three decades for intrinsic and extrinsic values have
been analyzed and tested on significance. The results are shown in table 2.2. A
linear development in the case of intrinsic values and an almost linear regarding the
extrinsic one. Given the totals of intrinsic and extrinsic values (table 2.2) one can
conclude that there is a linear increase for intrinsic values and an overall increase for
extrinsic values. However in 2008 the trend seems to be broken. Both intrinsic and
extrinsic value totals for all countries surveyed are comparable to that of 1980.
For the extrinsic values only Denmark and West Germany show a decrease
instead of an increase in extrinsic values preference. For intrinsic values West
Germany and Great Britain are the exception when showing a decrease instead of an
increase. The German results may be influenced by the reunification, while
measuring only the western part of the country, there still is the possibility of
incorporating Eastern Germany into the Federal Republic might have changed value
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preferences of the Western part. For the intrinsic values also Great Britain divergates
from the trend of being more demanding.
When studying the pattern of change concerning the extrinsic values there is a
trend of linearity in Great Britain, Ireland and Italy where in every decade there is
some increase in the popularity of these values. Since the people interviewed were
asked to mention all job characteristics they consider important, an implicit choice is
made, and the fact that a person chooses more characteristics from one group than
another group shows the work orientation of this person. Therefore we conclude this
table with the score in difference between intrinsic and extrinsic values over three
decades.
In 1995 Harding and Hikspoors draw the conclusion: Northern European
countries form the most fertile ground for empowered employees, Southern
Europeans ascribe rather more importance to the value of comfort.
Now we see a good basis for empowered employees in France, the
Netherlands, and Denmark (difference extrinsic minus intrinsic). In most countries the
largest changes took place between 1980 and 1990. The emerging emphasis on
intrinsic work values does not mean that extrinsic values are rejected or denied. On
the contrary, such qualities are, to large publics, still highly relevant (Halman, 1999).
Relatively it seems that extrinsic values lost ground. However if we look at the last
section of table 2.2 where the differences between intrinsic and extrinsic work values
are highlighted we see that there is a tendency of a smaller difference in favor of
intrinsic values than in the past.
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Table 2.2 T-test on means in Extrinsic and Intrinsic work values over three decades and the
difference score intrinsic minus extrinsic
Extrinsic
values
Country
M
'81
SD
'81
M
'90
SD
'90
Diff.
'99-'81
M
'99
SD
'99
Diff.
'99-'90
M
'08
SD
'08
Diff.
'08-'99
Belgium .44 .31 .40 .30 .00 .43 .32 .03** .30 .25 -.13**
Denmark .39 .30 .34 .26 -.06** .33 .26 -.01 .33 .27 .00
France .31 .25 .27 .24 .05** .36 .27 .09** .24 .31 -.12**
W. Germany .57 .33 .51 .31 -.09** .47 .27 -.04** .44 .24 -.03
Great Britain .40 .31 .42 .29 .14** .54 .30 .12**
N. Ireland .45 .30 .45 .29 .21** .66 .30 .21** .66 .30 .03
Ireland .43 .30 .47 .30 .20** .63 .31 .16** .60 .29 .09
Italy .38 .27 .44 .29 .26** .64 .30 .20**
Netherlands .40 .32 .46 .32 .00 .40 .30 -.06** .56 .33 .16
Spain .52 .32 .50 .31 .06** .58 .30 .08** .45 .27 .16
Sweden .44 .30 .57 .32 .03** .42 .30 -.15**
USA .56 .29 .56 .29 .05** .61 .28 .05**
Norway .50 .25 .40 .25 .09** .41 .24 .01
Total .46 .31 .45 .30 .50 .31 .43 .31
Intrinsic
values
Country
M
'81
SD
'81
M
'90
SD
'90
Diff.
'99-'81
M
'99
SD
'99
Diff
'99-'90
M
'08
SD
'08
Diff.
'08-'99
Belgium .36 .33 .42 .34 .15** .50 .34 .08** .36 .30 -.14**
Denmark .48 .34 .52 .30 .06** .54 .30 .02 .51 .30 -.03
France .37 .30 .47 .31 .15** .52 .32 .05** .44 .31 .12
W. Germany .65 .33 .63 .32 -.09** .55 .33 -.08** .50 .33 .00
Great Britain .55 .32 .52 .31 -.03** .49 .32 -.06**
N. Ireland .43 .33 .49 .30 .17** .60 .36 .11** .55 .36 -.05
Ireland .44 .31 .54 .32 .20** .65 .34 .10** .65 .35 .00
Italy .39 .30 .50 .31 .20** .69 .32 .29**
Netherlands .38 .33 .57 .33 .15** .53 .32 -.04** .70 .32 .17**
Spain .41 .35 .39 .34 .07** .45 .37 .04** .21 .26 -.11
Sweden .48 .32 .72 .30 .10** .58 .29 -.14**
USA .63 .33 .62 .33 .05** .69 .28 .07**
Norway .58 .32 .52 .34 -.01 .57 .35 .05**
Total .48 .34 .52 .34 .57 .33 .48 .35
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Difference
intrinsic /
extrinsic
Country
M
'81
SD
'81
M
'90
SD
'90
Diff.
'99-'81
M
'99
SD
'99
Diff.
'99-'90
M
'08
SD
'08
Diff.
'08-'99
Belgium -.09 .34 .02 .38 .11* .07 .37 .05* .05 .35 -.02
Denmark .09 .35 .18 .33 .15* .22 .38 .07* .18 .33 -.04*
France .06 .34 .20 .35 .14* .15 .38 -.05* .20 .33 .04
W. Germany .08 .39 .12 .40 .04* .07 .38 -.05* .06 .38 -.01
Great Britain .15 .34 .10 .36 -.05* -.05 .35 -.15*
N. Ireland -.02 .38 .04 .36 .06* -.06 .32 -.10* -.10 .30 -.04*
Ireland .02 .36 .07 .34 .05* .02 .30 -.05* -.02 .28 -.04*
Italy .02 .34 .05 .34 .03 .05 .34 -.02
Netherlands -.02 .34 .11 .38 .13* .13 .38 .02 .14 .35 .01
Spain -.11 .31 -.12 .30 -.01 -.13 .29 -.01 -.24 .28 -.11*
Sweden .04 .33 .15 .32 .11* .16 .32 .01
USA .07 .35 .06 .35 -.01 .08 .32 .02
Norway .08 .32 .13 .32 .05* .16 .32 .03
Total .02 .35 .06 .36 .07 .37 .05
**=Significance at the 0.05 level (p≤ .05) 
Nevertheless, it can be argued that particularly in a service-oriented network
economy that fosters with the empowered and emancipated employee wide diffusion
of intrinsic work values perhaps can create a competitive advancement. Ester, Braun
& Vinken argue: the more the workforce in a nation supports intrinsic work values, so
our argument goes, the better it is mentally equipped to be employable, competitive,
and innovative in a globalizing economy (Ester, Braun & Vinken, in Ester, Braun &
Mohler, 2006). However the decrease in intrinsic value orientation in some countries
especially during the period 1981 and 1991 could also be explained from either the
economic circumstances or nation specific elements (e.g. reunification for Germany
and relative high unemployment for Spain and the UK (also see figure 2.2). The more
demanding work force thesis in fact is only confirmed between 1990 and 1999 where
both intrinsic and extrinsic work values increased. For the limited sample for 2008 it
looks like there is a decrease in both compared to 1999. Finally the question can be
asked if people become more intrinsically oriented (intrinsic minus extrinsic). A
considerable difference is visible between 1980 and 1990. After that it seems to
stabilize. The limited sample of 2008 gives reason to the thought that no spectacular
in or decrease is visible.
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2.5.2 Work centrality and leisure orientation over time and in the life cycle
In Table 2.3 we report on the perceived importance of work in comparison with other
domains of life (friends, leisure, religion, and politics). There are similarities as well as
differences between the countries. Firstly, family is regarded as the most important of
all the domains of life. This is true for all the nations. Secondly, politics and religion
are regarded as least important in almost all the countries over the 18-year period.
Work, friends, and leisure are situated in between these two extremes. Similar
patterns have been reported in other studies (Harding & Hikspoors, 1995, Harpaz,
Honig & Coetzier, 2002).
In the hypotheses 2 and 3 the assumption has been proposed that:
 Empirically a decrease in work centrality will be shown in the data of European
value Studies;
 The decline in work centrality goes along with more emphasis on leisure.
Table 2.3, 2.4 and 2.5 show the empirical evidence found on these questions. In
Table 2.3 the means of the perceived importance of work compared to other domains
of life are illustrated. It shows differences in time but does not answer the question
whether these differences over time in the scores on work are significant. Therefore,
an analysis of variance was conducted and the significance levels are given in Table
2.4. Table 2.4 learns that there is a significant decrease in Norway, Sweden,
Denmark, Ireland, Northern Ireland and the Netherlands between 1990 and 1999 and
a significant increase in Belgium and France. Between 1999 en 2008 there is an
increase in West Germany and Denmark and a decrease in Belgium and Spain. In
1999 Norway, Sweden, Denmark, Northern Ireland and Ireland show a decrease in
ranking. This means that our hypothesis 2 has to be rejected since there is no
decrease in all countries. It has to be mentioned that from the eight significant
differences found in 1999, there are six that show a decrease in centrality of work, in
2008 there are as many countries that show an increase as a decrease. So the
overall tendency is one towards a decrease. The question is justified if this decrease
goes along with an increase in preference for leisure, as presumed in hypothesis 3.
The answer is displayed in table 2.5.
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Table 2.3 Ranking of work centrality compared to other domains
Norway Sweden
1990 1999 2008* 1990 1999 2008*
Work 3.68 (2) 3.50 (3) -- Work 3.62 (3) 3.42 (4) --
Family 3.86 (1) 3.85 (1) -- Family 3.83 (1) 3.87 (1) --
Friends 3.65 (3) 3.65 (2) -- Friends 3.66 (2) 3.69 (2) --
Leisure 3.34 (4) 3.29 (4) -- Leisure 3.50 (4) 3.48 (3) --
Religion 2.34 (6) 2.30 (6) -- Religion 2.03 (6) 2.24 (6) --
Politics 2.51 (5) 2.40 (5) -- Politics 2.41 (5) 2.60 (5) --
Italy Spain
1990 1999 2008* 1990 1999 2008
Work 3.57 (2) 3.55 (2) -- Work 3.57 (2) 3.56 (2) 3.49 (2)
Family 3.85 (1) 3.88 (1) -- Family 3.82 (1) 3.85 (1) 3.83 (1)
Friends 3.30 (3) 3.24 (3) -- Friends 3.35 (3) 3.24 (3) 3.33 (3)
Leisure 3.16 (4) 3.09 (4) -- Leisure 3.21 (4) 3.09 (4) 3.30 (4)
Religion 2.87 (5) 2.97 (5) -- Religion 2.53 (5) 2.29 (5) 2.24(5)
Politics 2.05 (6) 2.18 (6) -- Politics 1.81 (6) 1.82 (6) 1.93(6)
Ireland France
1990 1999 2008 1990 1999 2008
Work 3.53 (2) 3.29 (3) 3.29 (4) Work 3.52 (2) 3.62 (2) 3.59 (2)
Family 3.89 (1) 3.90 (1) 3.89 (1) Family 3.79 (1) 3.87 (1) 3.86 (1)
Friends 3.48 (3) 3.58 (2) 3.73 (2) Friends 3.26 (3) 3.43 (3) 3.42 (3)
Leisure 3.11 (5) 3.26 (4) 3.46 (3) Leisure 3.10 (4) 3.23 (4) 3.17 (4)
Religion 3.28 (4) 3.07 (5) 2.87(5) Religion 2.27 (5) 2.17 (5) 2.21(6)
Politics 2.03 (6) 2.18 (6) 2.20(6) Politics 2.07 (6) 2.13 (6) 2.41(5)
Belgium Netherlands
1990 1999 2008 1990 1999 2008
Work 3.46 (2) 3.55 (2) 3.42 (2) Work 3.38 (4) 3.29 (4) 3.26 (4)
Family 3.80 (1) 3.86 (1) 3.85 (1) Family 3.73 (1) 3.72 (1) 3.80 (1)
Friends 3.37 (3) 3.35 (3) 3.38 (3) Friends 3.54 (2) 3.55 (2) 3.58 (2)
Leisure 3.25 (4) 3.23 (4) 3.26 (4) Leisure 3.40 (3) 3.45 (3) 3.47 (3)
Religion 2.39 (5) 2.43 (5) 2,24 (5) Religion 2.36 (6) 2.27 (6) 2.41(6)
Politics 1.92 (6) 2.10 (6) 2.10 (6) Politics 2.52 (5) 2.60 (5) 2.63(5)
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Denmark N. Ireland
1990 1999 2008 1990 1999 2008
Work 3.39 (3) 3.19 (4) 3.33(4) Work 3.29 (3) 2.95 (4) 2.85 (4)
Family 3.86 (1) 3.85 (1) 3.86(1) Family 3.92 (1) 3.85 (1) 3.91 (1)
Friends 3.46 (2) 3.48 (2) 3.56(2) Friends 3.48 (2) 3.61 (3) 3.73 (2)
Leisure 3.36 (4) 3.32 (3) 3.47(3) Leisure 3.09 (4) 3.80 (2) 3.41 (3)
Religion 2.10 (6) 2.05 (6) 2.18(6) Religion 2.90 (5) 2.68 (5) 2.81(5)
Politics 2.36 (5) 2.36 (5) 2.62(5) Politics 2.08 (6) 2.21 (6) 2.11(6)
USA Great Britain
1990 1999 2008* 1990 1999 2008*
Work 3.41 (2) 3.40 (2) -- Work 3.12 (4) 3.09 (4) --
Family 3.91 (1) 3.94 (1) -- Family 3.84 (1) 3.89 (1) --
Friends 3.47(3) 3.60 (3) -- Friends 3.40 (2) 3.54 (2) --
Leisure 3.27 (4) 3.33 (4) -- Leisure 3.29 (3) 3.40 (3) --
Religion 3.28 (5) 3.34 (5) -- Religion 2.44 (5) 2.19 (5) --
Politics 2.55 (6) 2.65 (6) -- Politics 2.30 (6) 2.10 (6) --
W. Germany
1990 1999 2008
Work 3.09 (4) 3.12 (4) 3.24 (4) (1) Most important
Family 3.64 (1) 3.75 (1) 3.72 (1) (2) Second most important
Friends 3.25 (2) 3.42 (2) 3.38 (2) (3) Third most important
Leisure 3.23 (3) 3.16 (3) 3.25 (3) (4) Fourth most important
Religion 2.24 (6) 2.24 (6) 2.22(6) (5) Fifth most important
Politics 2.38 (5) 2.27 (5) 2.33(5) (6) Least important
* Due to a delay in the field work we have only 8 out of 13 countries available.
Table 2.4 Significant differences in work centrality and ranking by country
Increase 1990/1999 Decrease 1990/1999 Increase 1999/2008 Decrease 1999/2008
Bellgium (0.00)
France (0.00)
Norway (0.00)
Sweden (0.00)
Denmark (0.00)
Ireland (0.00)
Northern Ireland (0.00)
Denmark (0.00)
W. Germany (0.00)
Belgium (0.00)
Spain (0.00)
Netherlands (0.00)
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Table 2.5 Significant differences in leisure importance and ranking by country
Increase 1990/1999 Decrease 1990/1999 Increase 1999/2008 Decrease 1999/2008
Ireland
Northern Ireland (0.00)
France (0.00)
Great Britain (0.00)
Italy (0.00)
Spain (0.00)
West Germany
Ireland (0.00)
Northern Ireland (0.00)
Spain (0.00)
Denmark (0.00)
France (0.00)
Denmark (0.00)
Table 2.6 Scores of work centrality minus leisure
Country Diff.
Work/
Leisure
1990
Diff
Work/
Leisure
1999
Diff
Work/
Leisure
2008
P value
Difference
1990-1999
P value
Difference
1999-2008
SD
1990
SD
1999
SD
2008
Belgium
Denmark
France
W. Germany
Gr. Britain
N. Ireland
Ireland
Italy
Netherlands
Spain
Sweden
Un. States
Norway
.22
-.03
.43
-.14
-.16
.21
.41
.41
-.02
.36
.13
.14
.34
.33
-.11
.39
-.03
-.34
-.33
.03
.47
-.16
.46
-.06
.07
.21
.16
-.13
.42
-.01
..
-.57
-.19
..
-.20
.19
..
..
..
.00**
.00**
.26
.00**
.00**
.00**
.00**
.06
.00**
.00**
.00
.06
.00
.00**
.60
.38
.55
..
.00**
.00**
..
.30
.00**
..
..
..
.98
.98
.98
1.09
1.26
1.15
1.01
.97
1.11
.93
.83
1.11
.78
.94
1.04
.92
1.01
1.08
1.28
1.05
.98
.99
.94
.94
.97
.89
1.07
1.03
.94
1.05
..
1.26
.99
..
.99
.91
..
..
..
**=Significance at the 0.05 level (p≤ .05) 
Based on table 2.5, we find an increasing gap between centrality of work and
importance of leisure, where leisure compared to work gains more importance over
time. This development takes place in Denmark, Northern Ireland, the Netherlands,
Sweden, and Norway. For as far the results for 2008 are concerned, Spain and
Belgium show a decrease, while Germany and Denmark show an increase.
Remarkable are the results for Northern Ireland and Sweden in 1999 not only the
general trend of work losing ground toward leisure was clear, but also leisure became
more important than work.
In the Netherlands, Denmark and Great Britain leisure already was more
important than work in 1990, and that development was strengthened. In Germany
for all three years leisure was also more important than work but here the distance
between work and leisure got smaller in favor of work. These results follow the trend
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investigated first by Ruiz - Quintailla & Wilpert (1991). Only Belgium shows a result
where work was and stayed more important than leisure and the difference between
the two grew over time.
Initially we argued that changes in work centrality result from socialization,
changes in the individual’s life-cycle, and economic shocks. It has been argued that
with growing unemployment work centrality will also grow. In a time of economic
insecurity more importance is put on means of earning money, and therefore work
becomes more important (Sharabi & Harpaz, 2007). This would be in line with the
scarcity hypothesis mentioned in chapter 1.
Correlational analysis between work centrality (work minus leisure) and
unemployment is positively related for the observed countries. Countries with higher
unemployment generally have higher work centrality. The correlation of work
centrality and unemployment is about the same in 1999 (.50) as in 2008 (.54). The
relationship shown in figure two between unemployment levels and work centrality
supports the effect of ‘scarcity,’ i.e. that economic deprivation make people place a
higher value on material factors, increasing the relative importance of work in
comparison with leisure. A similar relationship is found when examining the
correlation between youth unemployment and work centrality (.65) and between long-
term unemployment and work centrality (.54). However, no increase in
unemployment is noted overall for the eleven countries between 1999 and 2008, thus
levels of unemployment is likely to explain variation in work centrality between
countries, while it is unlikely to explain the increase/decrease in work centrality.
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Figure 2.2 Correlation of Unemployment and Work Centrality (work minus leisure) in eleven countries
2.5.3 Post-materialism
The assumption of Hypothesis 4 was a relationship between intrinsic work values and
post materialism was a positive one. Table 2.7 gives the means N is and standard
deviations. The relationship was tested on significance and showed a significance of
.00 at the .05 level and an eta of .143. A further step was a Tukey test (Table 2.8).
This shows us that the three groups of materialists mixed and post-materialist do
show different means and can be ordered in three different subgroups. Therefore
Hypothesis 4: there will be a relationship between intrinsic work values and post-
materialist values cannot be rejected.
Table 2.7 Post materialism and Intrinsic work values
Post Materialist Mean N Standard deviation
Materialist .51 2540 .34
Mixed .58 8954 .32
Post Materialist .61 2927 .32
Total .58 14411 .33
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Table 2.8 Intrinsic work values Tukey HSD
Post Materialist N Subset for alpha=.05
Index 4-item 1 2 3
Materialist 2540 .51
Mixed 8954 .58
Post Materialist 2927 .61
Significancy 1.00 1.00 1.00
2.5.4 Personal characteristics
After analyzing trends in general, in this section attention will be paid to analysis of
several subgroups by position in the work place.
Trying to explain this one could have a look at the scores of Table 2.9 comparing
means of intrinsic work values for managers and non-managers in 9 countries,
where one sees a preference for intrinsic values for managers in all countries.
WG, BEL and IRL: non-managers = 0.
Figure 2.3 Difference between intrinsic and extrinsic values among managers and non-managers in
1999
-20 -10 0 10 20 30 40
ITA
ES
IRL
FR
BEL
DEN
NL
NIRL
GB
WG
non-managers
managers
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Table 2.9 ANOVA Table with figure 2.3 Difference between intrinsic and extrinsic values among
managers and non-managers in 1999
Country IT ES IRL FR BEL DEN NL NIRL GB WG
Difference Intrinsic /Extrinsic
managers .12 -.04 .08 .23 .25 .32 .27 .07 .05 .26
Difference Intrinsic /Extrinsic
non-managers .02 -.15 -.01 .13 .00 .18 .11 -.10 -.11 -.00
P-value .00 .00 .00 .00 .00 .00 .00 .00 .00 .00
Eta .13 .15 .13 .11 .29 .20 .20 .23 .21 .29
In figure 2.3 we see a consistent pattern where more emphasis is placed on intrinsic
values among managers. In Spain, Northern Ireland and Great Britain there is a
negative value among non-managers which means that there is more emphasis on
extrinsic values among non-managers.
BEL: non-managers ≈ 0. NIRL: managers = 0. 
Figure 2.4 Difference between intrinsic and extrinsic values among managers and non-managers in
2008
In figure 2.4 with the results of 2008, we see basically the same pattern as in 1999,
which shows greater emphasis on intrinsic values among managers than among non-
managers. Differences seem to have grown with intrinsic values becoming more
important compared to extrinsic values for managers.
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63
A similar test was conducted in the 2008 data where all differences tended to be
significant.
The presence of intrinsic values however does not only depend on the
supervisory position but also on education, age and gender. A relation between
education and intrinsic work values was also found in research by Warr (2008) where
he states: “Differences linked to highest education received are expected in terms of
more extrinsic and more intrinsic job characteristics. Education level is expected to
be positively associated with intrinsic evaluations and negatively associated with
endorsement of extrinsic features” (Warr, 2008 pp. 756/757).
Therefore a regression analysis was made using the intrinsic values as the
dependent variable in Table 2.10.
Table 2.10 Regression with Intrinsic minus extrinsic values as the dependent variables data 2008
Country IT ES IRL FR BEL DK NL NIRL GB WG
Constant -.09 -.29 .-12 .02 -.24 .00 .23 .23 -.40 -.28
Gender -.06 .00 -.00 -.01 .02 .14** -.07 -.11** .00 -.00
Age .05 .05 .02 .13 -.05 -.10** -.17** .07 .08 .02
Education .14** .05 .17** .15** .21** .21** .20* .24** .14** .24**
Supervisor .21** .13** .10** .10** .27** .21** .18** .18** .21** .20**
Adj R Squared .03 .02 .04 .03 .13 .11 .10 .11 .08 .12
**=Significance at the 0.05 level (p≤ .05) 
Table 2.10 shows that besides a supervisory position education is a predictor for
intrinsic values.
All in all hypotheses 5 has to be confirmed, both the regression as wel as the
ANOVA test show a significant effect of supervisory position on the difference
between intrinsic and extrinsic values.
Hypothesis 6: “Younger people will ascribe lower importance to work and higher
importance to leisure than older people” is meant to test the socialization hypothesis,
where as a result of education older people were raised with a priority to work over
leisure. Results are displayed in table 2.11.
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Table 2.11 Work-Leisure scores by age groups in 1990, 1999 and 2008
Norway
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 .26 282 .75 .16 269 .78 --
30-49 .28 513 .76 .22 481 .85 --
≥ 50 .47 435 .81 .23 377 1.10 --
P-value .00 .63 --
Eta .12 .22
Sweden
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 -.05 249 .77 -.07 240 .85
30-49 .11 405 .82 .02 380 .87
≥ 50 .27 331 .87 -.11 386 1.00
P-value .00 .00
Eta .14 .06
Italy
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 .24 626 .89 .20 445 .90
30-49 .38 736 .97 .39 731 .87
≥ 50 .62 638 1.00 .69 796 .98
P-value .00 .00
Eta .15 .20
Spain
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 .19 824 .91 .30 299 .80 .10 300 .78
30-49 .38 940 .87 .43 395 .86 .19 568 .83
≥ 50 .52 825 .97 .58 495 1.00 .22 622 1.02
P-value .00 .00 .17
Eta .15 .12 .05
Ireland
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 .32 245 .89 .15 181 .94 -.21 204 .92
30-49 .41 369 .99 .14 383 .95 -.05 356 .90
≥ 50 .47 374 1.00 -.14 404 1.20 -.31 358 1.08
P-value .20 .00 .00
Eta .05 .14 .12
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France
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 .22 276 .91 .26 319 .85 .31 237 .84
30-49 .42 354 .95 .36 684 .85 ,35 515 .85
≥ 50 .60 353 1.20 .49 608 1.00 .51 748 1.02
P-value .00 .00 .00
Eta .16 .09 .09
Belgium
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 .08 695 .96 .25 352 .96 .16 288 .93
30-49 .25 971 .95 .29 762 .94 .20 559 .99
≥ 50 .28 1034 1.00 .38 758 1.10 .12 652 1.12
P-value .00 .09 .44
Eta .82 .05 .03
Netherlands
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 -.15 251 .90 -.06 134 .87 -.28 109 .80
30-49 -.11 423 .93 -.10 486 .90 -.25 494 .82
≥ 50 .19 329 1.10 -.27 377 1.20 -.21 931 1.09
P-value .00 .03 .33
Eta .15 .09 .03
Denmark
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 -.12 269 .89 -.11 207 .98 .04 204 .96
30-49 -.03 403 .90 -.13 412 .95 -.06 554 .87
≥ 50 .20 349 1.10 -.09 379 1.20 -.24 734 1.10
P-value .00 .85 .00
Eta .13 .02 .10
N-Ireland
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 .32 75 .95 -.15 159 1.00 -.21 81 .97
30-49 .22 118 1.10 .04 344 1.10 -.13 149 1.05
≥ 50 .11 109 1.30 -.69 431 1.40 -.98 228 1.35
P-value .48 .00 .00
Eta .07 .29 .32
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Great
Britain
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 .17 328 1.00 -.17 220 .95
30-49 .02 495 1.10 -.23 381 .93
≥ 50 -.50 585 1.40 -.65 284 1.30
P-value .00 .00
Eta .23 .19
W-
Germany
1990 1999 2008
Age group Mean N SD Mean N SD Mean N SD
15-29 -.44 503 .95 -.08 503 .78 .08 140 .90
30-49 -.11 692 .93 -.14 692 .86 .07 422 .86
≥ 50 -.02 804 1.30 -.16 804 1.20 -.11 498 1.21
P-value .00 .00 .02
Eta .16 .13 .08
USA
1990 1999 2008
Age Group Mean N SD Mean N SD Mean N SD
15-29 .34 327 .98 .24 305 .91
30-49 .30 722 .93 .12 523 .91
≥ 50 -.10 751 1.20 -.14 367 1.10
P-value .00 .00
Eta .18 .15
Basically the hypothesis is confirmed for a great number of countries in 1990, fewer
countries in 1999 and only a few in 2008. The consistency is the biggest in France
where in all three decades the effect of an increasing importance of work over leisure
is visible in all three decades.
In all countries we see that the effect decreases in 1999. In other countries we
can distinguish a sort of curve effect where work is more relatively unimportant than
leisure during early age. There is an increase in importance during the period
between 30 and 49 followed by a decrease in the period after 50.
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Table 2.12 Countries where work gained more importance compared to leisure by growing age
Effect1990 Effect 1999 Effect 2008
Norway
Sweden
Italy
Spain
France
Belgium
Netherlands
Denmark
West Germany
Italy
Spain
France
Netherlands
France
Denmark
Table 2.13 Countries where work gained less importance compared to leisure by growing age
Effect1990 Effect 1999 Effect 2008
Great Britain
US
Ireland
Great Britain
US
West Germany
The Netherlands
Ireland
Northern Ireland
West Germany
As is shown in tables 2.11, 2.12 and 2.13 there is an age effect in 9 out of 13
countries in 1990 where the older one gets, the more the emphasis is on work
instead of leisure. The reversed effect is shown in the US and Great Britain. If
however we analyze the effect in 1999, only the three Mediterranean countries: Italy,
Spain, and France show the same effect as in 1990. The US and Great Britain show
consistency in still exhibiting the reversed effect. In the Netherlands and Germany the
direction of the effect reversed within ten years: work became less important
compared to leisure when getting older in 1999 compared to 1990.
The findings of the US and Great Britain are consistent with the work of
England and Misumi (1986), who found a decrease in work centrality in people aged
above 60 in Japan and the United States. It has to be mentioned that England and
Misumi did not investigate the work-to-leisure proportion but only work centrality.
Their and our findings support the so-called disengagement thesis. On an
institutional level one has to realize the standard of living in a country, the level of the
pension and meeting of financial needs often make it more difficult for people to go in
early retirement and therefore this is not a matter of choice but of necessity (Dorn &
Sousa Pouza, 2007). Central in the choice are the so-called replacement rates (the
proportion of expected income from work which is replaced by unemployment and
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related welfare benefits) one can see that the replacement rate in the UK is lower
than e.g. in Germany, the Netherlands or Denmark (Schils, 2008). Further
elaborating on this issue concerning age and exit culture will be done in chapter 3.
Looking at the results from a longitudinal perspective we can distinguish a
number of trends. First, a trend towards ‘disengagement’ in the oldest cohort can be
noticed in many of the countries. This development applies e.g. to Denmark, Spain
and Belgium. Here a development towards lower work centrality is noticed in the
oldest cohort, while less change is found in the other cohorts. A second pattern is a
negative trend for all the three cohorts, exemplified by Ireland. A third pattern is
countries that show almost no or a very small change in work centrality in all cohorts,
exemplified by France. A still further trend is found for West-Germany where there is
a clear positive development in the youngest cohort while small negative trend is
found in the oldest cohort.
We assumed in hypothesis 7 that women would have lower work centrality
than men, but that such a relationship would be mediated by employment status.
Gender and employment status were used to create eight categories of men and
women: full-time employees, part-time employees, housewives/housemen and
unemployed.
In 2008 we find that men in general still place somewhat more importance on
work (3.40) than women do (3.33), as they also did in 1990 and 1999. This difference
was significant in 1990 when examining both full-time and part-time working men and
women. However, in 2008 the gender difference among the full-time working had
disappeared.
Figure 2.5 also shows that full-time working men and women attach more
importance to work than those with less labor market attachments. Thus, full-time
working men and women place higher importance on work than part-time employed
men and women. Those outside the labor force place even lower importance on
work. Thus, labor market position has remained important in the period examined,
while the independent effect of gender considering differences in employment status
has weakened and became non-significant (for fulltime workers) in 2008 thus
hypothesis 7 is partly confirmed.
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Figure 2.5 Estimated marginal means of work centrality of six employment status groups in three
decades
This analysis, however, does not answer the question whether there is a gender
difference in the preference shift from centrality of work to centrality of family across
the decade.
Do males or females have larger distance between work and family?
Therefore an analysis of variance was conducted with work centrality minus family
orientation as dependent (see Figure 2.6). Again an analysis of variance was
conducted and every aspect (country, decade, and employment status) is relevant to
explain the gap between centrality of work or of family.
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Figure 2.6 Estimated marginal means of work centrality minus family centrality for all countries
(except the US) for eight subgroups
Here we see the gender difference, even fulltime working women seem to value
family over work to a bigger extent than men do. Housewives and housemen are
preferring family much more over work than the part-time working women and men
as well as the unemployed men. Between 1990 and 1999 housewives have a sharp
increase in preference of family over work. This stabilized between 1999 and 2008 as
is depicted in Figure 2.6.
These results seem to indicate that when it comes to work and family there is
an echo of traditional socialization in gender roles except for the “housemen.”
In the Netherlands between 1990 and 1999 there is a reverse development
taking place among full time working men and full time working women. While the
men tend to value work over family more than they did in 1990 fulltime working
women have the opposite tendency.
2.6 Conclusion and discussion
2.6.1 Conclusion
The main conclusion of this study has to be that work centrality first (1990-1999)
decreased in most of the thirteen western countries we investigated and after that
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(1999-2008) stabilized. Only in Belgium and France a significant increase could be
distinguished. The question could be asked if the changes in work centrality
correspond with a country change in leisure orientation. This means if there was a
decrease in work centrality at the same time an increase in leisure importance could
be found. In more and more countries work, when compared to leisure, lost
importance. Only France (in 1999 and 2008), Spain and Ireland (1999) are
exceptions on this development.
In 1990 the socialization hypothesis that older generations have a more
traditional value pattern in which work prevails above leisure was confirmed for
Norway, Sweden, Italy, Spain, France, Belgium, Netherlands, Denmark, and West
Germany. The reverse effect is found in Great Britain and the US where leisure was
preferred over work at older age. In 1999 most of the age-effect was gone for work
preference over leisure by growing age: only France, Italy and Spain and there was
an increase in countries where the reverse was found. The Netherlands, Germany,
Ireland, the US, and Great Britain showed a preference of leisure over work at
growing age. In 2008 the US and Britain were missing. Ireland, Northern Ireland, and
Germany showed a pattern of leisure becoming more important than work with
growing age.
Extrinsic work values gained popularity between 1990 and 1999 among all
subgroups; the same development to a lesser extent goes for intrinsic values. All in
all the conclusion of a more demanding work force is valid.
From the limited data from 2008 it looks as if this is not the case for this period
and employees are becoming less demanding.
It still is the managers that is the vanguard of change to more intrinsic work
values; in all countries surveyed the difference between intrinsic and extrinsic values
was significantly bigger among managers than among non-managers.
We find a positive correlation between unemployment and work centrality
(work minus leisure) for the countries examined. Thus countries with higher
unemployment generally have higher work centrality. Gender differences
disappeared when controlling for employment status. In particular this was the case
for people working fulltime. Employment status remained an important factor in
explaining levels of work centrality, while the importance of gender had decreased.
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2.6.2 Discussion
In 1995 Harding & Hikspoors (p. 446) draw the conclusion: ‘Northern European
countries form the most fertile ground for empowered employees, Southern
Europeans ascribe rather more importance to the value of comfort.’ This was based
upon the scores for intrinsic work values. If we look at this issue at the time of the
millennium change and in 2008 we see a good basis for empowered employees in
France, Italy (1999), the Netherlands, Denmark, Ireland, and Northern Ireland.
In most countries the largest changes took place between 1980 and 1990.
From 1990 to 1999 the US, Ireland, Northern Ireland, Italy, and Sweden were the
countries that showed the most popularity in intrinsic work values. In 2008 Northern
Ireland, Ireland and the Netherlands were countries with the highest intrinsic scores.
The emerging emphasis on intrinsic work values does not mean that extrinsic values
are rejected or denied. On the contrary, such qualities are, to large publics, still highly
relevant (Halman, 1999). It even seems that when people fell economically deprived
their primary concern shifts from intrinsic to extrinsic matters. See also the results of
2008.
But even if this were not the case and our initial idea of a more committed type
of employee is true then the emphasis on extrinsic values can be explained from a
more business like approach. Hence the employee is well aware of his/her market
value.
Nevertheless, it can be argued that the popularity of intrinsic values is
beneficial for commitment and a fit between needs and intrinsic supplies is an
important precondition for commitment. In the later chapters of this study there will be
an explicit linkage of intrinsic and extrinsic values to organizational commitment and
to the willingness to perform paid work.
The work centrality seemed to have diminished between 1990 and 1999 and
stabilized after then. As mentioned in the theory part there was many authors that
predicted a development like this. Implications for the role of work in society cannot
be made. However the finding that work is surpassed by leisure in rank of importance
in many of our researched countries does tell something about the position of work in
society.
The analysis reveals that work centrality among unemployed men and women
declined between 1990 and 2008 (Figure 2.5). However, we find higher levels of work
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centrality in countries with higher unemployment. Thus, one is faced to the strange
situation of a positive relationship between levels of unemployment and work
centrality on the national level, while the importance of work has decreased among
the unemployed since 1990. One possible reason for this surprising result has to do
with a tension between values and reality. If the unemployed regard re-employment
as unlikely in the near future but they still hold employment to be very important, a
tension is created between values and reality. This tension can only be solved by
either getting a job or attaching lower importance to work. Adapting one’s values to
reality in such a situation could resolve such a conflict, as suggested by cognitive
dissonance theory (Wiendieck 1980).
Our hypothesis about post-materialism was confirmed. There is evidence of a
positive relation between post-materialism and intrinsic work values. This matter
could be a precondition to an overall evaluation of a new culture (intrinsic/post-
materialist). The 2008 data however show that one has to be cautious because the
relation between intrinsic work values and post-materialism is weakening.
2.6.3 Contribution to theory
One of the contributions is that the idea of modernization theory of a development
towards a more post-materialist and intrinsic culture is not a direct and linear one. On
basis of the empirical evidence found in this study one cannot argue that there is a
convergence or divergence concerning extrinsic and intrinsic work values in Europe.
Diversity in Europe is strong so more than expected national differences seem to
shape the intrinsic extrinsic division than it is shaped by overall developments. A third
important issue is that the materialist/post-materialist distinction is related to work
values. While intrinsic work values relate to post-materialism the materialism relates
to extrinsic work values. By researching this we are entering largely unexplored
areas.
The findings give more indication of an emerging culture with intrinsic and
post-material values. However the question has to be asked if the socialization
hypothesis seems to be confirmed to a certain extent. At least in 1990 there are
considerable age differences, however in the US and Great Britain the effect is just
reversed to the one found in other countries that is that work centrality compared to
leisure decreases toward retirement. In 1999 the effect of a growing distance in favor
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of work compared to leisure seems to have vanished except for three countries. In
Great Britain, the US, the Netherlands (1990-1999) as well as in Ireland and
Germany (2008) the disengagement thesis seems to apply, where older employees
disengage from work in anticipation on their retirement. There are two possible
explanations, an extrinsic and an intrinsic one. The one, as already mentioned,
depends upon the conditions regarding pension issues and replacement rates in the
countries surveyed. The intrinsic reason will depend upon the personal disposition of
the respondents and this would reflect a more cultural change.
Given the results an evaluation of the scarcity hypothesis (Inglehart 1990)
seems adequate. This hypothesis states that ‘an individual’s priorities reflect one’s
socioeconomic environment: one places the greatest subjective value on those
things that are in relatively short supply’ (Inglehart 1990, p. 68). Therefore, people
who are or feel economically deprived should place a higher emphasis on material
acquisition then those who are more affluent. This helps explain short-term
fluctuations in material values as when, for example, during economic downswings,
people’s concern about money and material issues increases. Thus, an economic
downturn with increasing unemployment possibly shifts values temporarily. We think
additional research in needed how the socialization and the scarcity can be applied in
explaining value change. We suggest that the concept of ‘scarcity’ is fruitful for
explaining this increased preference for leisure. This concept might explain why work
centrality is lower in countries where the employment rate is higher. ‘Scarcity’ affects
values in the way that lack of something increases the demand for it.
Other issues that can be a subject for further research are the socialization
and the disengagement thesis. This study gives a broad and global indication,
however country studies could give a more detailed explanation and clarify the
institutional conditions under which people “disengage” from work at growing age.
2.6.4 Limitations
Like all other studies this study has limitations. If one wants to include institutional
differences as an explanatory factor one has little choice as to do secondary analysis
on existing international data bases if it were only for budget reasons. This implies
that operationalizations are often not optimal. However the big advantage is that at
least one can research a limited number of highly relevant variables in a large
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number of countries that enables one to draw general conclusions and leave detailed
explanations for further studies more focused on partial problems. An additional
problem is that given the progress of the dissertation waiting until the 2008 European
Values Study data were complete was no option. This means that only 8 countries in
2008 were studied.
Because we work from the same data as Peter Warr we refer to his
assessment of limitations of the European Value Study Survey. He argues: “The
European Values Survey makes analysis material from representative samples
available for many countries. This material extends valuably across a range of topics,
but in respect of work values it appears to lack an overall theoretical orientation
(Warr, 2008). Although single-item scores are likely to be strongly correlated with
more sophisticated measures (Nagy, 2002; Wanous et al., 1997), low measurement
reliability may sometimes be of concern. The use of single items is very common in
broad survey investigations. As pointed out by Weick (1979), the three research
ideals of generalizability, accuracy and simplicity cannot together be achieved in a
single study; in gaining any two of them, the third is necessarily compromised. In the
present case, the European Values Survey has the strengths of generalizability and
simplicity, but is less than perfect in respect of accuracy. In addition to a reliance on
single-item measurement, some of the Survey’s interview questions are sub-optimal
in other respects. The question about work centrality evaluation (‘how important is
work in your life’) offered as alternative responses: very important, rather important,
not very important, and not at all important. The mean response was close to the
maximum possible on that particular continuum, substantially reducing potential
variance. Response options that provide greater measurement sensitivity, a wider
range of alternatives, and a less skewed distribution would be preferable. Besides
that, the question concerned did not explicitly mention that it referred to paid
employment” (Warr 2008, p. 771). As mentioned earlier, given the analyses of Borg
(Borg in Fischer 2005) of work values all being to perceived to be important, one has
to classify the latter as a limitation.
2.6.5 Practical implications
Managers have to realize that according to the results of this research the importance
of work has decreased towards that of family and that of leisure. This would imply
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that employers not only have to offer well paid interesting work but also have to
invest in their concerns in the balance between work and family and work and leisure.
This research showed that especially the younger workers do not automatically let
work prevail above leisure, thus this could have serious implications for issues like
the life work balance on the part of the employers. Given the discussion about a later
retirement age the interest of a high work centrality on growing age is high. Certainly
with the background of the findings of Sharabi and Harpaz (2010) finding a relation
between work centrality and performance it is argued by some (Twenge et al. 2010)
that the programs for “baby-boomer” gradually heading to retirement should be
expanded to the younger people that want leisure time to travel or to spend with
friends. Given the results of our study this would certainly be an option for companies
in the Netherlands and Germany.
Differences between groups in the evaluation of the desirability of being in a
job or of particular job features like extrinsic or intrinsic features have implications for
organizational practice. In their attempts to understand and motivate their employees
managers need to build on the differential patterns illustrated here by varying
relevant aspects of job content and working conditions.
In addition, information about job-related values could in some settings
contribute to decisions about selection and placement. For example, certain values
were shown by England & Lee (1974) to be related to job success among managers.
They found that in many modern western states try to involve more women into paid
labor both for economical and emancipatory reasons. In their attempts to get, to say it
bluntly, women from the kitchen sink into paid labor, the work values of working and
non-working women are very interesting. The differences between these two groups
of women are remarkable. Also the fact that when working they share the same
values as their male colleagues after being engaged in paid employment is an
interesting feature for policy makers. Space prevents this study from going into more
detail for the separate countries and their institutional surroundings. However policy
makers should also consider that a good balance between work and leisure and
between work and family is one of the learning points this study can supply.
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3 EMPLOYMENT COMMITMENT, UNEMPLOYMENT AVOIDANCE,
PUBLIC SERVICE ORIENTATION AND WORK VALUES
3.1 Introduction: employment commitment and institutions
This chapter concerns the question why people work. Do they work for money only or
is there another reason to participate in paid employment? In a tight international
labor market, that increasingly is characterized by global sourcing and
internationalization and which is getting more and more competitive, the question
about reasons for paid employment is of high importance. Looking at the issue from a
public administration point of view, governments are confronted with a need for cut
public spending. They therefore emphasize the necessity for people to engage in
paid employment and not depend on social security. Some countries emphasize the
“civic duty” or “moral obligation” that participation in paid work forms (Chadwick &
Hefernan, 2003; Furåker in Furåker et al, 2011).
In chapter 1 we argued that the development of the welfare state is
accompanied with two developments in work values. On the one hand there is
modernization that claims that extrinsic values will lose ground because everyone
can have some kind of income, while on the other hand the crowding out hypothesis
argues that intrinsic and societal work values will lose ground because of the
“generous provisions” of the welfare state that will make these work values less
popular.
In chapter 2 of this dissertation the subject was work values and their
development over time. The topics among others were work centrality, intrinsic and
extrinsic work values post materialism and gender. Supported by the findings of that
chapter and that of earlier research (Harding & Hikspoors, 1995), people’s orientation
to work varies over time and between nations. Since until now common explanation
for the value trend change could not or hardly be found, it seems natural to look to
nation-specific institutional frameworks and historical changes for explanations.
In this chapter similar topics to chapter 2 will be also examined, but this time in
light of the institutional perspective. Similar to chapter 2 we examine the relative
importance of (paid) work, and analyze its relationship with other variables such as
intrinsic and extrinsic values as well as personal characteristics. A new element is
flexibility to avoid unemployment. Another difference with chapter 1 is the data. With
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quite recent data from 2005 a more actual analysis can be made with sometimes a
slightly different operationalization.
This means that in addition to chapter 2 also societal/altruistic work values will
be analyzed. Work, as has been reviewed in chapter 2 and 3 of this dissertation,
always has an element of exchange (Dluglos & Weirmair, 1981). Condition for the
attachment of individuals to organizations that provide paid employment and to paid
work in general will often be the fulfillment of personal needs and ambitions or the
opportunity for obtaining a good salary. This leads basically to two forms of
“employment commitment”, a financial one (= prevention focus) and a non-financial
one (= promotion focus).
The first question that needs to be addressed in this chapter is to what extent
these two kinds of commitment to work and employment vary between relatively
similar countries in the Western world. People hold different reasons for being
engaged in paid employment. Some regard it as a pure business transaction where
they receive compensation for their effort in the form of remuneration. Others will
regard work as a phenomenon from a different nature that they have to conduct
regardless of the compensation (often in the expectation that work will provide growth
and personal fulfillment, with all consequences related to it). These two positions look
contradictory but it will be investigated if this assumption is correct.
Secondly the question if people work for the money only or have other reasons
for working will be related to their background or culture as well as institutional
variables as welfare state generosity, the role of unions, the age on which people quit
paid work (referred to as exit culture) or the level employment protection. All reasons
mentioned above in our view can explain employment commitment and are depicted
in box 1 of figure 3.1. In general we will study in this chapter if the “crowding out”
hypothesis is correct. In the research of Houston (2008) he addressed the problem of
the possible crowding out. Does the type of welfare state a nation has in place
moderate the attitudes that employees in general and public servants in particular
have towards intrinsic and extrinsic motivators? Houston’s hypothesis was that
individuals in more developed welfare states would value intrinsic/societal work
motivators less than in less well developed welfare regimes (Houston, 2008 p. 8).
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Figure 3.1 Conceptual model of institutional characteristics values preferences and personal
characteristics that affect employment commitment and flexibility to avoid unemployment
The underlying assumption in this research is that the differences found between
countries in fact are a reflection of the differences in institutional constellations.
Country differences therefore to an important extent represent institutional
differences.
A second question addressed here is the relative importance of values and
value change as an explanatory factor. One has to realize that institutions are not the
only explanatory factor that can explain employment commitment and flexibility to
avoid unemployment. Answers can also be found in the specific work values
(extrinsic, intrinsic and societal values) that people hold and that form the central
issue of this study. This means that as well cultural as structural explanations will be
used.
A third question that is raised is if personal characteristics can explain
employment commitment or flexibility to avoid unemployment: personal
characteristics such as age, gender, educational level and the sector one works in
are supposed to explain variance in employment commitment and flexibility to avoid
1. Institutional
characteristics of different
production regimes
Welfare state generosity
Union Density
Employment Protection
Early or late exit culture
2. Work values
Intrinsic
Extrinsic
Societal
3. Personal characteristics
Age
Gender
Employment status
Trade-union membership
Educational level
Sector one works in
4. Employment
commitment
Prevention focus
Promotion focus
5. Flexibility to avoid
unemployment
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unemployment. These three categories of variables will be used in this chapter. This
implies that in this chapter the choice is to use institutional features (box 1), value
preferences (box 2), and personal characteristics (box 3). This also implies that there
might be a shift from an aggregate level to a personal level and back in this chapter.
Summarizing: the dependent and the explanatory variables are combined in the
conceptual model that is shown in figure 3.1.
3.2 Model variables
3.2.1 The dependent variables
3.2.1.1 Employment commitment (box 4 of figure 3.1)
In this chapter work in general is studied. Realizing that the line between attitudes to
work in general and the attitudes toward the own job is very thin, it will be evident that
when answering questions about work in general it is likely that the situation of the
own job crosses one’s mind. The specificities of one’s own job will be treated in the
next chapter, dealing with organizational commitment.
The concept most commonly used in studies of work motivation is employment
commitment. It is defined as the extent to which a person wants to be engaged in
paid employment (Jackson, Stafford, Banks & Warr, 1983). Unlike concepts such as
‘work centrality’ or ‘work involvement’, the emphasis is thus explicitly on ‘employment’
– here synonymous with ‘having a job’. This definition excludes those values people
can find in a variety of other activities, such as leisure activities and housework. In
terms of values employment commitment refers to the perceived values in a job other
than financial ones (Warr, 1982).
One of the arguments used to restrict employment commitment to non-
financial aspects is that in principle people can be forced to work because of the
simple fact that they need the money. But ‘the very notion of commitment implies
choice and voluntary consent’ (Gallie et al., 1998). However, the fact that the
conceptualization of employment commitment until now clearly excludes the financial
aspect is criticized by Furåker (Furåker et al, 2011). He argues that, although
employment commitment refers to ‘the importance that people attach to employment
on intrinsic grounds, that is to say irrespective of the financial implications’ people
can be forced to work, simply because they need the money exchanged for their
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work performance (for more details see the definition of Dluglos & Weirmair in
Chapter 1). For this reason it may nevertheless be relevant to include the financial
aspect in the concept of employment commitment. Furåker expresses the view that
individuals may very well be engaged in employment for financial reasons, although
they can easily survive without the money. Despite having enough money to make a
living, they may still want more, for example for ‘luxurious’ consumption – a larger
house, yet another car, to travel around the world, etc. Concluding he states: “In
other words, the concept of non-financial employment commitment is crystal clear,
insofar as it simply excludes the financial dimension from the definition. However,
(…) when studying employment commitment, it seems difficult to exclude the
financial aspect completely even if we reserve the term for “choice and voluntary
consent” (Furåker, 2011).
Therefore we will include the financial aspect of employment commitment in
this study. A further reason is the conceptualization of employment commitment. Until
now it has been conceptualized as a combination of two notions that at first glance
seem to be contradictory: An instrumental attitude toward work (work is just a way to
earn money) and an attitudes that goes beyond instrumentality (non-financial
aspects):
 A job is just a way to earn money, no more;
 I would enjoy having a paid job even if I don’t need the money.
An important assumption in the research so far was that these two items are mutual
exclusive (that is that the presence of the one would automatically lead to the
absence of the other). Based on the regularity fit theory of Higgins (1996), we argue
however that it makes sense to use these two items separately as measures of two
different types of commitment: employment commitment with a promotion focus, and
employment commitment with a prevention focus.
A promotion focus is concerned with advancement growth, aspirations, and
accomplishments. An individual with a promotion focus is in a state of eagerness to
attain advancement and gains. In contrast, a prevention focus is concerned with
security, responsibilities, and safety. The strategic inclination is to be prudent and
precautionary and to avoid mismatches to the desired end state. An individual with a
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prevention focus is in a state of vigilance to assure safety and non-losses (Brendl &
Higgins, 1995; Higgins, 1996; Higgins et al., 1994). One would expect that people
with a promotion focus would prefer to use ambitious strategies to pursue their goals,
and people with a prevention focus would prefer to use cautious strategies. This is,
indeed, the case (Higgins, 1999). The most important concern of people with a
prevention focus is to prevent mistakes and chose for safety. The statement ‘Job is a
way of earning money’ does reflect a safety attitude without any further ambition.
While the statement ‘I would enjoy a paid job regardless the promotion focus’ reflects
a more ambitious perspective where work seems to have other functions than only
satisfying basic security and income needs.
So we assume that the statement “I enjoy having a job even if I did not need
the money” measures employment commitment from a promotion focus. And the
statement: ”A job is a way to earn money, no more” is assumed to measure
employment commitment from a prevention focus. Given the nature of the western
welfare states one might hypothesize in analogy to Maslow (1954) that in the
Northern and Rhineland welfare states there will be less prevention and more
promotion focus since security needs have been met to an important extent.
3.2.1.2 Flexibility to avoid unemployment (box 5 of figure 3.1)
Flexibility to avoid unemployment is in the academic literature a rather unexplored
area. Most literature is about the preparedness to accept flexibility in wages to avoid
unemployment. However the question has to be asked if people are prepared to
trade-down their demands on “non - financial issues” in order to remain in paid
employment when the situation changes. This topic was covered by Gallie (2000) in
his “Employment Precarity, Unemployment and Social Exclusion (EPUSE)” research
programme’. He compared the situation of the unemployed in eight countries –
Denmark, Germany, the Netherlands, France, Ireland, Italy, the UK and Sweden. He
found that there was a willingness to trade down on pay in the Netherlands, Denmark
and Sweden. When it came to changing skills, respondents in the Netherlands and
Sweden showed themselves to be more flexible. In this study we first are going to
change perspective and look at the people still employed and their willingness to
trade down their demands in case of unemployment. We also are going to extend the
number of issues that represent flexibility to avoid unemployment. Besides trading
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down pay demands and change skills the acceptance of temporary work and the
willingness to travel further will be included and computed into our flexibility to avoid
unemployment index.
3.2.2 The independent variables
3.2.2.1 Production regimes (box 1 in figure 3.1)
Values and orientations differ among countries. So do the capitalist systems. In the
literature concerning the varieties within the capitalist economy there is a lot of
attention on the institutional interaction between government, labor and employers.
As has been argued in chapter 1 this interaction is called production regime (Huber &
Stephens, 1999). Two main types were distinguished: Liberal Market Economies and
Coordinated Market Economies.
Within Europe the countries that are closest to the ideal-typical coordinated
model are Germany, The Netherlands and the Scandinavian countries. Following
Esping-Andersen (1990), within the industry coordinated market economies, we can
distinguish two subtypes on the basis of their welfare state: The Nordic social
democratic welfare states and the continental European Christian democratic welfare
states. While both have very generous transfers systems, the social democratic type
is more redistributive (Bradley et al., 2003).
For the study this would mean that the expectation is to find that the effects of
the welfare state generosity on work values will be greater in the Scandinavian
countries than in Germany and the Netherlands. However this is only a sub analysis
within the Coordinated Market Economies, the most important distinction is between
the CMEs and the LMEs (see figure 3.2).
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Figure 3.2 The markets
Skill orientation or rule orientation
A distinction related to LME en CME Is skill versus rule orientations. Dobbin and
Boychuck, 1999 p. 264). The LMEs are characterized by the production of quantity
goods, which, on the one hand, demand a less skilled labor force and therefore less
investment in training. This implies an emphasis on rules rather than skills. In its turn
this could create a polarization of working conditions for low and high skilled
employees. LMEs are believed to have a rule orientation (Dobin & Boychuck, 1999).
The CMEs are characterized by a focus on high quality products that demand
the use of advanced technology and therefore a skilled workforce. A major problem
for the employer is to have access to a supply of a highly skilled work force and to
train them to the specific work tasks.
The difference between CME and LME are several but in order to keep the
number of variables within limits in this study there will be focus on five elements that
are characteristic for the differences between the regimes (Table 3.1).
Capitalism
Liberal Market
Economies
Coordinated Market
Economies
Nordic Rhineland
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Table 3.1 Differences between Coordinated Market Economies and Liberal Market Economies
relevant for this study
As has been argued in chapter 1, Esping-Andersen compares several welfare state
regimes. The ability of decommodification is an important criterion in comparing these
welfare states. Welfare state generosity is an important production regime element
that will be related to work values and employment commitment in the course of this
study. Employment protection is an element that until now was much related to
organizational commitment (Harcourt, Wood & Roper, 2007) but certainly plays a role
in commitment to paid work as such. Finally, union density is a measure used to
express the relative strengths of the trade-unions. We will use two measures to
assess the involvement in trade-unions:
 Union Density;
 Self-reported union membership.
Union density explains the level onto which employees in a certain country are
organized in trade-unions and is used to estimate trade-union bargaining power. The
measure is an official statistic based on the information given by the trade-unions. It
is a typical statistic in order to compare nations in this respect.
In the course of this chapter this independent variable will be related at an
aggregate (read nation) level to the dependent variables employment commitment
and flexibility to avoid unemployment.
Exit culture
A last element in the production regime framework, represented in box 1 is the so
called “exit culture.” Particularly useful in this respect is the line of reasoning that
country-specific arrangements and routines also foster a country-specific ‘age culture’
Dimension CME LME
Welfare state generosity High Low
Employment protection High Low
Union Density
Exit Culture
Rule or Skill orientation
High
Early(Rhineland)
Late (Nordic)
Skill
Low
Late/Medium
Rule
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(Maltby et al., 2004). ‘Culture’ should here be understood as policy consequences
materialized in the public norms, values, and behavior that over time feed back into
the persistence of specific beliefs, arrangements. ‘Age culture’ implies the social
norms and general perceptions ‘that structure people’s ideas of the age–work
relationship’ (De Vroom, 2004 p. 8). Three types of age cultures are of interest:
1.: Late-exit culture – norms of active ageing and the older worker’s right and duty to
participate in the labor market.
2.: Early-exit culture – norms of the ageing worker’s right and duty to leave the labor
market relatively early.
3.: Medium-exit culture- where norms of the ageing worker’s right are in between the
two former categories.
3.2.2.2 Work values as explanatory factors (box 2 in figure 3.1)
Research shows that work values influence employment commitment. Gallie argues
that changes in (in this case) women’s values in the direction of more intrinsic job
features(as a result of being free of financial constraint) would have prevented a drop
in employment commitment (Gallie, 2007). Further evidence can be found by
Hofstede (2001). One of the major points of all Hofstede studies is that cultural
determined values influence motivation in work-related circumstances (Hofstede,
2001). Therefore a relationship between work values and employment commitment is
to be expected. The exact nature and direction of these supposed relations will be
explained in this section. Despite a non-uniform definition and different labels, most
work researchers appear to identify the same two or three types of work values: (1)
intrinsic or self-actualization values, (2) extrinsic or security or material values, (3)
social or relational values (Borg in Fischer, 2005; Vinken, Ester & Braun, 2006, Veira
& Munoz, 2002).
In addition to chapter 2, where the emphasis was on extrinsic and intrinsic
values, there will be a third category of societal values. However the societal values
are not unanimously labeled as social or societal (Lyons, Duxburry & Higgins, 2009).
Some scientists classify items as “nice people to work with or having contact with
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others” (van der Velde, Feij & van Emmerik, 1998) as societal. While others (Hult,
2005; Lyons, Duxburry & Higgins, 2007) regard the items “work that enables you to
help others”, and “work that makes a contribution to society” as societal/altruistic.
Recent research of Berglund (Berglund 2001, Berglund in Furåker et al 2011) also
points into that direction.
The latter will be the line of research in this study. Societal items can also very
easily be classified as being altruistic-transcending the individual level (Dawis &
Lofquist, 1984; Super, 1970). As far as the items: nice people to work with and
having contact with others concerns, these can as easily be classified as
“convenience” item (Harding & Hikspoors, 1995) or as some (Borg & Braun, 1996)
classify it as a relatedness motive, which in some cases conflicts with the
performance motive.
In the past several major work values have been associated with issues like
income (Warr, 1981), interest and satisfaction (Harpaz, 1990) and societal service
(Meaning of Work Research Team, 1981). It seems obvious that income issues are
strongly related to the prevention focus commitment and interest issues more to the
promotion focus. We will use societal values to investigate if people employed in
public service and women differ on this issue from the rest of the population. In sum,
work values can be represented by the categorization depicted in table 3.2: with the
categories Extrinsic, Intrinsic and Societal/Altruistic.
Table 3.2 Categorization of work values
Values as asked in ISSP Extrinsic Intrinsic Societal/
Altruistic
Job security X
High income X
Good opportunities for
advancement
X
Interesting work X
Independent work X
Being able to help other people X
Being useful for society X
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3.2.2.3 Personal characteristics as explanatory factors (box 3 in figure 3.1)
Finally, a third set of explanatory factors is constituted by personal characteristics. In
this chapter we are going to use union membership as an indicator. At the
institutional level there was union density. Union membership will have an effect
through socialization. In other words: Do union members, as a result of their affiliation
with this particular institution, support other work values and do they differ in
employment commitment? (cf Parbotheea & Cullen, 2003).
The sector one works in can be an important source for the formation of work
values and work values can form important antecedents for the choice for being
employed in public service the public sector (Lyons, Duxberry & Higgins, 2006) and
can influence work values as is been argued from the concept of public service
motivation (Perry, 2000). From several sources and surveys Perry concludes that
public-sector employees place greater value on providing service (Perry, 2000),
contributing to society (Perry, 1996; Steijn, 2008) and the ability to help people than
private-sector employees do (Perry, 2000; Steijn, 2008). If this goes for public sector
employees only it is expected that there will be a difference in value orientations
between public service employees and employees employed in other sectors. Further
the background variables age, gender, educational level, and employment status are
going to be used as personal explanatory variables.
3.3 Hypotheses about production regimes and the dependent variables
3.3.1 Welfare state generosity and employment commitment
As has been argued in chapter 1 and 2 in the past In line with the argumentation of
Weber (The protestant Ethic and the Spirit of Capitalism), work, material success was
strongly emphasized or in other words, an extrinsic work orientation had developed.
In contemporary advanced welfare states, work is not any longer a necessity to
provide security and the satisfaction of fundamental or ‘lower’ needs (in the
Maslovian sense) (Yankelovich, 1985). Nowadays people work not only for the
material compensation but also to fulfill higher needs like self-development
(Herzberg, 1959, 1966; Klages, 1989; Inglehart, 1977). That raises the question if
there is a rationale behind the welfare states being more or less generous and the
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presence of prevention (money only, escaping hunger) or a promotion (factor beyond
money) focus.
The starting point of this discourse is an old discussion about adequacy and
equity. When introducing social policies the state provides citizens an alternative
income and therefore it has been argued the individual would encounter a
disincentive instead of an incentive to acquire a paid job. This would be more an
unintended consequence of the provision of an alternative income, hence there
would be a disruption of the work incentives and a promotion of a dependent attitude
among citizens (Esser, 2009). This is also in line with the crowding out hypothesis
that argues that the raise in welfare state generosity works negatively on intrinsic and
societal work attitudes.
Commonly incentives are understood as stimulants, motivations or impulses
for actions which might otherwise not take place (Esser, 2002 and 2009). In other
words: “Does the provision of a generous set of social welfare measures stimulate or
disencourage the willingness to be engaged in paid employment?” The point of view
taken by Esser is to cut it short: Generous welfare state provisions are beneficial if
people have a non-financial motivation to work (promotion focus). The findings by
Esser can be discussed, because she does not take into account that people can
regard state intervention as negative and therefore hold the position that this sort of
intervention could be regarded as a weakness in their efforts in the process of
acquiring a new job. For those with a prevention focus one would regard state
intervention as a disruptive element that brings people further away from employment
while on the other hand people with a promotion focus would regard this as a positive
incentive after all the efforts for searching for a new job are being rewarded. In
contrast with Esser’s studies in the current study employment commitment is
subdivided into promotion and prevention focus and therefore it can be studied into
more detail.
The prevention focus can have different implications as being the expression
of materialist and instrumental orientation towards work only. Since the two
statements: “A job is just a way to earn money no more” and “I would prefer a paid
job even if I did not need the money” are not mutually exclusive a choice for both
statements would be possible and to some extent even make sense. In terms of
choice and behavior that would mean that if people agree on the statement that work
is a way of earning money could also agree on the statement that they would enjoy
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having a paid job even if they don’t need the money. The reason for this attitude can
be found in education. People that have a rule compliance orientation and were
raised with cultural values that emphasize modesty and prudence can show an
attitude that combines both “work for the money” and “work even if it was not
necessary. ” In that case it would be in line with the civic virtues of neatness
politeness, hard work obedience thrift and patience (Harding & Hikspoors, 1995;
Schulz in Rödder (red), 2008). Besides that having money can be regarded as a
precaution against times of poverty. With this “civic virtue” attitude is very well
possible to take your job seriously and at the same time advocating instrumental
values. This work ethic based upon “civic virtues” can be found among working class
people.
The promotion focus has the implication of work for its own sake and not
especially for the money. This becomes particularly manifest during unemployment.
Many studies (Nordenmark, 1999; Jackson, Stafford, Banks & Warr, 1983; Rowley &,
Feather, 1987) indicate that the level of non-financial motivation to be employed
(promotion focus) affects well-being among the unemployed. High levels of
employment commitment (in the traditional conceptualization) are related to poorer
mental health, while weak commitment mitigates the negative consequences of
unemployment. It is Nordenmark who gives the argument that unemployed job
seekers can have a similar or higher level of employment commitment than working
people.3.06 He follows Gallie and Vogler (1994) who found that unemployed people
actively seeking employment were more committed to employment than those in paid
work” (Nordenmark, 1999 p. 135-136). The argument is also used by Svallfors,
Halvors and Andersen however they also relate it to welfare state generosity and
length of unemployment (Svallfors et al, 2001). To test this we start from the
hypothesis that job seekers have a stronger commitment from a promotion focus.
Concluding we can formulate the following hypotheses, concerning the relation
between production regimes/welfare state generosity and commitment:
Hypothesis 1A: Welfare state generosity is positively related to employment
commitment from a promotion focus.
Hypothesis 1B: Welfare state generosity is negatively related to employment
commitment from a prevention focus.
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Hypothesis 1C: Employment commitment with a promotion focus will be greater for
job seekers than for employed people.
3.3.2 Union density
One of the basic assumptions of the institutional approach is the idea of choice within
constraints. In the specific case of the chosen countries it is argued here that the role
of the trade-union density is a constraining factor. For example a major welfare state
reform in Coordinated Market Economies can only take place with the explicit
consent of the trade-unions (Huber & Stephens, 1999). In many CME countries
trade-unions are a well-respected partner of the government and the employers.
Through socialization their values are spread through their members. Therefore the
position taken by the trade-unions concerning the desirability of being engaged in
paid employment and the relation of work and welfare is a constraining factor in the
choice of people whether or not to participate in paid employment. This institutional
variable was related to several values and was found to have an insignificant
(correlation details in appendix 2 of this chapter).
Exit culture
In chapter 2 we related work centrality to the life cycle of persons. We saw a
diminishing work centrality. This is important given the early retirement trend of the
last decades along with the ageing population. These two developments have led to
a number of (proposed) pension reforms in European countries. The majority of such
reforms is intended at raising the retirement age, restricting access to early
retirement schemes, and/or reducing the generosity of the benefits. However the
question has to be asked if under such circumstances the commitment to paid
employment will be of an instrumental/prevention focus nature or from a promotion
nature.
The percentage reduction in labor force participation from 55 will be the
indicator for early or late exit cultures (OECD, 2006, data from 2004). To simplify
matters a threefold categorization is made based on the percentage of people older
than 55 that is retired:
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 Equal or lower than - 25 %: Late Exit Cultures Sweden, Norway, New Zealand
and USA
 Between -22 and -40%: Medium Exit Cultures Ireland and Great Britain
 -40% or more: Early Exit Cultures The Netherlands and Germany
Source: OECD (2006)
As a government one can aim at restricting early retirement. However this does not
answer the question about the drive and the motivation of the older generation to be
continuing their paid employment. In other words is the older generation workforce
driven by promotion or prevention focus commitment? Hult & Edlund (2008) studied
employment commitment among elderly people in Germany and Denmark (early exit
cultures) and Norway and Sweden (late exit cultures).
Their conclusion was: ”For the two early-exit countries, the probability for men
to display low employment commitment was found to increase at the age of 43–54,
and then slightly decline at the age of 55+, describing a curve that may reflect a self-
selection tendency among the older workers: those still at work are so because they
choose to be” (Hult & Edlund, 2008).
Hypothesis 2: Within early exit cultures there will be a significant drop in
employment commitment from a promotion focus around the age of
55.
3.3.3 Work values and crowding out hypothesis
Work values depend (among others) upon the economic development and the
particular institutional framework.
Harpaz and Fu (1997) found that intrinsic orientation emerged as the strongest
predictor of work centrality in Germany, Israel, Japan, and the USA. If intrinsic values
are positively related to work centrality it is likely that there also will be a relationship
between intrinsic values and employment commitment from a promotion focus
(hypothesis 4). One of the key reasons is that employment commitment from a
promotion focus emphasizes the non-financial aspects of employment.
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It has been argued before that a welfare regime is beneficial for employment
commitment from a promotion focus. Based on Gallie (2007), the position is taken
that work values will be the intermediate chain that transmits welfare features into
work attitudes. The most direct evidence comes from Russell (1998), who found that
a stronger welfare regime was associated with a decreased importance of extrinsic
work values (hypothesis 3).
We reviewed the crowding out hypothesis in chapter 1. If it is so that welfare
state provisions affect the work values it would be likely that in regimes that can be
classified as a well-developed welfare state intrinsic work values would be less
valued than in regimes that were less developed as a welfare state (Houston, 2009).
In our opinion the same goes for societal values. Given the fact that societal values
relate to those aspects that are supposed to be taken care of by welfare state
(helping other people and being useful for society) therefore we expect that both
intrinsic values and societal values will be negatively affected by welfare state
generosity.
This will lead us to the following hypotheses, concerning welfare state and
work values as concerning work values and employment commitment:
Hypothesis 3: In well-developed welfare states employees will put less emphasis on
extrinsic values.
Hypothesis 3A: In welfare states with low generosity, there will be a positive relation
between extrinsic values and employment commitment from a
prevention focus on an aggregate level. This because of the greater
emphasis on security needs of people in welfare states with low
generosity.
Hypothesis 4: There will be a positive relation between intrinsic values and
employment commitment from a promotion focus.
Hypothesis 5: There will be a negative effect of welfare state generosity on intrinsic
and societal work values.
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3.4 Personal characteristics
3.4.1 Labor union membership
In paragraph 3.2 Labor Union density was treated as a variable on an aggregate
level. In this paragraph union membership is central and will be treated as a variable
on individual level. Parboteeah and Cullen (2003) studied the effect of trade-unions
on work commitment their line of argumentation is the following: In countries with
strong labor unions individuals are exposed to unions and their goals and therefore
unions form an element of their socialization especially in the work and work values
area. These socialization experiences in labor unions tend, according to the authors,
to be consistently and positively associated with favorable union attitudes. This not
only goes for the specific trade-unions but also for trade-unions as institutions. Even
non or former members are affected (Jones, 1986). Therefore the unions become
institutionalized. At the national level this results in an institutionalized support. It has
been argued earlier that the choice within an institutionalized economy is one a
choice within constraints. For instance, in France, the institutionalized support of
unions brings coercive and normative pressures on workers and citizens to reduce
hours worked, to reduce the retirement age, and to support national strikes even
when such activities (according to the authors) evidently disrupt the economy (Cullen,
2001).
In sum the presence of stronger labor unions results in societal norms for
increased job security and a reduction in the employer’s power (Parboteeah & Cullen,
2003). Here we have to consider that trade-unions have a different function
dependent upon the adversal or harmonic character of the industrial relations in the
specific countries. We however going to assess the general function and in that
respect only general comments can be made. Notwithstanding the argument
mentioned above there is a difference in people experiencing socialization where
trade-union values are transmitted (CMEs) and those that did not have such a
socialization (LMEs). One would expect that people that experienced such
socialization (read union members) would have lower employment commitment with
promotion and higher employment commitment with prevention focus than people
with no such socialization.
There has been some previous research for Ireland only where the non-union
members showed more commitment with a promotion focus. The percentages were
95
69,3% against 65,1% for members (O’ Connel, Russel, Williams & Blackwell, 2004).
Therefore we hypothesize:
Hypothesis 6: Membership in a trade union has a negative effect on employment
commitment with a promotion focus and a positive effect for the
employment commitment with a prevention focus.
3.4.2 Gender, age and education
Gender age and education seem the two other interesting items that will affect
employment commitment from prevention or from a promotion focus. Gender is an
issue that is important as an antecedent for work values and work orientations. The
most explicit ideas about gender and work values in general can be found by Hakim
(1999, 2002). Hakims argues that men chase money, power, and status harder than
women, so that any highly paid or high status occupation becomes male-dominated,
whereas occupations with falling wages or status cease to attract men and become
female-dominated (Hakim, 2002).
She is also in agreement with Hofstede in that she takes the theoretical
departure in women’s particular role in reproduction, but here with focus on the
‘conflict between the production and reproduction as a central life activity’ (Hakim,
2000).
According to Hakim, women represent a heterogeneous category within a
given country and only career-women can be fully compared with men concerning
values, attitudes and commitment to paid work (Hult, 2008). This would imply a big
difference both in terms of prevention and promotion focus as well as extrinsic or
intrinsic work values.
Hult postulated that since feminine values are more emphasized among
women and in feminine cultures, we should expect such goals as finding a secure
job, helping other people and being useful to society, to be more strongly related to
the degree of employment commitment from a promotion focus among women than
among men, and also generally more so in Sweden than in Britain (Hult, 2008). Two
of these work values are reflected in the societal index.
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Therefore we hypothesize:
Hypothesis 7: Women will score significantly higher on societal values than men:
this effect will be moderated or enforced by the nature of product
regimes in that sense that in LMEs the differences will be higher than
in CMEs.
Where it comes to education, there is some empirical evidence that people with a
higher education show more special flexibility in their search for employment than
lesser educated people (van Ham, Mulder & Hooimeijer, 2001; Börsch-Supan, 1990).
The age discussion was covered by Hult in his study on exit cultures, so age
will be treated as a variable within the framework of exit culture to explain variance in
employment commitment. Further age will be used as a control variable when
explaining flexibility to avoid unemployment.
3.4.3 Sector one works in
There have been a number of theories based on the idea that the motivation of
people working for civil service is rooted in other values than people working in other
sectors. The concept that is central here is called Public Service Motivation (PSM).
PSM can be defined as a general altruistic motivation to serve the interests of a
community of people, a state, a nation, or humankind (Rainey & Steinbauer, 1999,
23). This definition assumes that values like serving the community or serving or
helping people is important for civil servants. Within people employed in the public
service Brewer, Selden and Facer (2000) distinguish among others the following
types: Samaritans (driven by motivation for doing good deeds); Communitarians
(those who want to contribute to society); Brewer Selden and Facer say: “The desire
for economic rewards is not the defining feature of any of the four conceptions of
PSM. However, economic incentives play a role in defining the perspectives of
Samaritans and communitarians. Communitarians report that “doing good deeds” is
more important than “doing well financially.” Moreover, both Samaritans and
communitarians would elect to serve citizens, even if they were not paid to do so”
(Brewer, Selden & Facer; 2000, p. 260). Steijn (2008) broadened the
operationalization by choosing the statement: Work that enables me to contribute to
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society as an indicator for PSM, however we think that also the statement: “Work that
enables me to help other people” relates to the altruistic aspect mentioned in the
definition of Rainey and Steinbauer as well as the Samaritan type in the typology of
Brewer, Selden and Facer Perry and Hondeghem (2008) capture the underlying
universal essence of public serviced motivation as “an individual’s orientation to
delivering services to people with a purpose to do good for others and society” (p.
vii). Also Norris (Norris, 2003) regards the “help issue” as an indicator typical for civil
service work values (Norris, 2003 p. 10). Therefore the societal index as presented in
this study would be a good indicator of PSM. If PSM can be measured this way the
implication would be that people in the public service would have a significant higher
score on the societal/altruistic index than people working in other sectors. Steijn
(2008) postulated another related hypothesis about the preference of people with
strong societal values for the public service instead of working for private companies.
Steijn motivates his hypothesis as follows: However, following the logic of the
attraction-selection framework, one would expect private sector workers holding
values associated with PSM to be attracted to public sector employment because
such jobs will, in principle, fit their values. This is more than a theoretical issue
because it suggests that private sector workers with high PSM scores could be a
prime recruitment target for public sector organizations. (Steijn, 2008 p. 15 and 16).
Therefore the hypothesis will be also tested in this study but than in an international
context. In the survey that formed the basis for this study a question, was asked:
“Supposed you could choose between different types of jobs, which of the following
would you personally choose?”
 Working for private business;
 Working for the government or civil service.
It is to be expected that people that have a job preference for government or civil
service prefer societal values more than people who have a job preference private
business. Therefore we hypothesize:
Hypothesis 8: People working in public service will have a significant higher score
on the societal index than those who work for private companies.
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Hypothesis 9: People showing a preference for working in the public sector will
have a higher score on the societal index than people with a
preference for private companies.
3.5 Flexibility to avoid unemployment
Given the pursuit of higher values (going beyond material need satisfaction) in
employment, it is not surprising that the situation of being unemployed has received a
lot of attention in the research literature dealing with employment commitment.
Unemployment is a situation where the values perceived in employment may become
more salient for the individual as these can no longer be taken for granted. Study of
the unemployed and their orientation to work is also important in achieving a correct
understanding of unemployed people and their suffering in times of high
unemployment. On the other hand the negative consequences have to be considered
as well and unemployment has to be put in the perspective of the public worry that
some unemployed may become too comfortable with their situation in a welfare
society (Hult, 2004). Therefore the study of the values of unemployed versus
employed people is highly relevant.
Not only from a scientific perspective but also from a public administration
point of view study of the flexibility to avoid unemployment and employment
commitment provides information about the following widely held assumption among
scientists and policy makers: ”Where the welfare system provides high replacement
rates, it is suggested, this will lead both to lower commitment to having a job and to
greater inflexibility over job choice” (Gallie, 2000, p.3). Since there is little literature
about the flexibility to avoid unemployment we have formulated research questions
instead of hypotheses.
Research question 1: What is the relationship between employment commitment
from prevention focus and from a promotion focus and
flexibility to avoid unemployment?
Research question 2: What is the relationship between the work values (intrinsic,
extrinsic and societal) and flexibility to avoid unemployment?
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Research question 3: What is the relationship between educational level and
flexibility to avoid unemployment?
3.6 Research Design and measurement
As already outlined in chapter 1 the data analyzed in this project derive from the
International Social Survey Program (ISSP) for a detailed description paragraph 1.8.
3.6.1 Measurements
As argued in the theory part of this chapter employment commitment can be
subdivided into promotion and prevention focused commitment.
Until now the two items (one reversed) that were supposed to measure
employment commitment have created satisfactory Cronbach’s alpha values.
However our research shows that Cronbach’s alpha for the combined measures are
poor (varying from .27 for the US, .44 for the Netherlands to .61 for Sweden (for
details see appendix, table A1) therefore two separate measures will be used.
The two separate constructs are measured as follows:
Employment commitment for prevention reasons
A job is just a way to earn money no more
5 Strongly Agree 1 Strongly Disagree
Employment commitment for promotion reasons
I would prefer a paid job even if I did not need the money
5 Strongly Agree 1 Strongly Disagree
Intrinsic, extrinsic and societal value index
As indicated in the theory part of this chapter there is a distinction between extrinsic,
intrinsic values and the societal/altruistic values (see table 3.3).
For each of the measures we recoded the scale of importance, in a range from 2 to –
2, where 2 means “very important”, –2 means “not at all important” and the value 0
means “indifferent.”
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Flexibility avoiding unemployment index. In his study Gallie researched separate
items relating to flexibility to avoid unemployment.
The choice made in this study is to go one step further and not only measure
separate items of flexibility but to construct an overall index of all items that gives a
good indication of people’s overall flexibility to avoid unemployment. By doing this all
separate items of the flexibility are added into one overall measure that can form a
standard. We created an index on the basis of the following question. In order to
avoid unemployment I am willing to:
accept a job that requires new skills
+
accept a position with lower pay
+
accept temporary employment
+
travel longer to get to work
Scale is:
Strongly agree [1], Agree [2], Neither agree or disagree [3], Disagree [4], Strongly
disagree [5]. The maximum score is 20. In order to increase interpretability, the index
is divided by its maximum value and multiplied by 100. This is subtracted from 100
because the scale is reverted: high score means little flexibility. Means standard
deviations and reliability measures (Cronbach’s alpha) are presented in the result
section of this chapter.
Welfare state generosity index
A tool developed by Sruggs (2002 and 2006) is used where a comparison is made of
the replacement rates in case of unemployment illness and other risks for working
people. He is working from Andersen decommodification index. This index refers to
the degree that citizens have an adequate standard of living regardless their position
in the market (read: whether they are employed or unemployed) (Scambler, 2004).
Scruggs database represents one of the most elaborate attempts to quantify
information on nations on social rights across five clusters in 18 OECD countries.
Benefit levels have been calculated net (that is with subtraction of taxes) and ceilings
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for benefit levels have been taken into account. Also other restrictions have been
calculated and taken into account for the index. For unemployment and sick pay, this
includes the number of waiting days before one can receive the benefit; the benefit
duration: the number of weeks for which the benefit can be received; and the
qualifying condition: the number of weeks of work or insurance necessary to receive
a benefit of the length specified in benefit duration.
It has to be mentioned that since Scruggs did not get funding for further
research, the most recent data are from 2002. The question has to be asked if this
does affect the validity. Our position here is that is does not. There are two reasons in
an international comparative study the emphasis is more on differences and relative
positions (when e.g. Norway is the most generous in its welfare state provisions in
year A, it is most unlikely that it will be behind other countries in year D, because
major changes in welfare state provisions usually are shaped over decades instead
of years). Therefore the change in generosity has to be regarded as rather a long
term development instead of a short term one. If one looks at Scruggs data from the
late 70s onwards the pattern is always the same where Norway and Sweden are the
most generous and the United States the least generous. The second reason is that
institutional change is not a question of years, institutional change usually takes
decades, so the possibility that major changes occur during a three year period will
not be very likely.
 Gender
Male [1] – Female [2]
 Trade-union membership
Member [1] - Past member (2) - Never member (3)
 Educational level
Lowest formal education (1) - Above lowest qualification (2) - Higher secondary
completed (3) - Above higher secondary level (4) - University degree completed
 Job seeking in order to contrast the job seekers against the working population
the following variable was created by using two questions: are you working for
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pay and are you currently looking for a job if : are you working for pay was
answered by no and are you looking for a job by yes, respondents were classified
as job seekers.
 Working for public service
Respondents were asked where they worked:
 Working for government;
 Working for a public owned firm;
 Private firm, other;
 Self-employed;
 ZA, other GB, Other.
Since the category public owned firms is very mixed in several countries the only
reliable measure seems to be working for government.
Personal interest in public service. In the survey the question was asked:
“Supposed you could choose between different types of jobs, which of the following
would you personally choose?”
 Working for private business
 Working for the government or civil service.
3.7 Results
We will first describe the variables in general (distribution, standard deviation and in
some cases (Tukey test) to see how their frequencies are among countries.
3.7.1 Dependent variables
Employment commitment
In section 3.2.1.1 it was concluded that the two items for employment commitment
indicate two more or less independent constructs. We prefer to work with the two
items separately and to interpret them in terms of the regularity fit theory of Higgins
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who is talking about prevention and promotion focus. In order to assess the
difference between the two statements the terms promotion focus and prevention
focus will be used.
In table 3.3 we report the two statements that represent the prevention and the
promotion focus. The test results of a significance test for the difference of the means
are reported. As indicated in tables 3.4 and 3.5 by the Tukey test for multiple
comparisons. If we compare the prevention focus among countries it is Great Britain
and the Eastern part of Germany that show the highest scores. The results for
promotion focus commitment are the highest in Germany East and Norway. The high
score of Germany East for promotion focus can be partly explained by the fact that in
the former German Democratic Republic work has been regarded as a social event
without alternatives.
Table 3.3 Dimensions of work orientation in New Zealand, the United States, Great Britain, West
Germany, Norway and Sweden, The Netherlands, and Ireland
Means
US GB NZ GW GE NR SW NL IR
Prevention
focus 2.56 2.78 2.55 2.66 2.73 2.09 2.44 2.36 2.65
Standard
deviation 1.19 1.09 1.15 1.27 1.27 1.04 1.12 1.17 1.33
Promotion
focus 3.44 3.34 3.61 3.54 3.82 3.77 3.61 3.25 3.45
Standard
deviation 1.14 1.23 .94 1.20 1.09 .95 .99 1.09 1.22
N 1506 764 1205 1031 568 1273 1234 763 991
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Table 3.4 Tukey test for means on prevention focus in New Zealand, the United States, Great
Britain, West Germany, Norway and Sweden, The Netherlands and Ireland
Tukey HSD Subset
Country N 1 2 3 4 5
NO Norway 1253 2.09
NL Netherlands 753 2.36
SE Sweden 1310 2.44 2.44
NZ New Zealand 1251 2.55 2.55
US United States 1511 2.56 2.56
IE Ireland 991 2.65 2.65
GE W Germany-West 1061 2.66 2.66
GE E Germany-East 559 2.73
GB Great Britain 833 2.80
Sig. 1.00 .88 .35 .56 .15
Table 3.5 Tukey test for means on promotion focus in New Zealand, the United States, Great
Britain, West Germany, Norway and Sweden, The Netherlands and Ireland
Tukey HSD Subset
Country N 1 2 3 4 5
NL Netherlands 775 3.25
GB Great Britain 833 3.34 3.34
IE Ireland 991 3.46 3.46
US United States 1511 3.47 3.47
GW Germany West 1030 3.54
NZ New Zealand 1249 3.61
SE Sweden 1310 3.61
NO Norway 3.77 3.77
GE Germany East 559 3.82
Sig. .76 .37 .07 .05 .99
Tables 3.6 and 3.7 show also an interesting picture. The people in Germany East
show high scores on both aspects while the Dutch have a particular low score on
both statements. This is an indication that both items are not mutually exclusive.
Great Britain, Norway and Sweden are the countries that come closest to the original
concept (low scores on prevention focus and high on promotion focus).
Flexibility to avoid unemployment
Besides employment commitment there is a second dependent variable and that is:
flexibility to avoid unemployment. The means, standard deviations and Cronbach’s
alphas are displayed in table 3.6.
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Table 3.6 Flexibility to avoid unemployment in the United States, Great Britain, New Zealand,
Germany, Norway, Sweden, The Netherlands and Ireland
US GB NZ G W G E NW SE NL IRL
Flexibility to avoid
unemployment (means) 54.31 47.66 49.73 54.95 54.22 49.34 47.97 50.20 53.58
Standard deviation 16.4 14.8 17.1 16.6 14.6 14.4 15.2 14.06 17.5
Cronbach’s alpha .74 .70 .71 .73 .71 .67 .70 .73 .77
N 1006 8333 828 564 258 1229 1234 567 972
As indicated in table 3.7 the US, both parts of Germany and Ireland and the USA
score high on flexibility to avoid unemployment while Norway, Sweden and Great
Britain score less. As shown in the Tukey test in table 3.7 12 countries can be
subdivided in two groups of scores on flexibility. At first sight the division between
Coordinated and Liberal Market Economies are no explanatory factor.
Table 3.7 Tukey test for flexibility to avoid unemployment
Tukey HSD
Country N 1 2
GB Great Britain 833 47.60
SE Sweden 815 47.90
NO Norway 950 49.40
NZ New Zealand 828 49.70
NL Netherlands 567 50.20
IE Ireland 539 53.60
GE E Germany-East 285 54.20
US United States 1006 54.30
GE W Germany-West 564 54.90
Sig. .30 .86
For Norway and Sweden an explication for the inflexibility could be found in the
welfare state generosity that makes it less necessary to take own precautions for
unemployment. For the antecedents of flexibility in avoiding unemployment we
conducted a regression analysis that will be presented further on in this chapter.
3.7.2 Employment commitment and production regimes
Hypotheses 1A and 1B concerned the relationship between specific welfare state
generosity, and employment commitment with prevention or a promotion focus. In
Hypothesis 1A it is suggested that the welfare state generosity was positively related
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to employment commitment from a promotion focus. We reject the hypothesis. The
correlation coefficient is .614 overall and the p value is .20. The relationship between
commitment from a prevention focus and welfare state generosity. The correlation
coefficient is .29 and the p-value is .45 therefore the hypotheses 1A and 1B are both
rejected. Since the crowding out hypothesis explicitly is about the diminishing of
intrinsic or non-financial reasons as a result of welfare state provisions. These results
confirm also that the prevention focus has a weaker relation with the generosity index
than the promotion focus.
In order to elaborate, we also looked at the relationship between the specific
generosity for unemployment and employment commitment with prevention and with
promotion focus. The correlation coefficient is .39 and the p-value is .30 for
prevention focus and -.34 with a p-value of .37 for the promotion focus. This means
the relations are not significant and there is no relation between unemployment
benefit generosity. This means that there is only a relationship between promotion
focus and welfare state generosity and not between specific unemployment
generosity and promotion or prevention focus.
Other Institutional variables that were also investigated were: relations
between employment protection and commitment with prevention or promotion focus;
relations between union density with commitment with prevention or promotion focus.
None of these relations were found significant.
3.7.3 Employment commitment production regimes and occupational status
Hypotheses 1C concerned the relationship between (un)employment and
employment commitment with promotion focus. The result is shown in Table 3.8.
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Table 3.8 Comparing means employment commitment from promotion focus for employed
persons and persons looking for a job United States, Great Britain, New Zealand,
Germany, Norway, Sweden, The Netherlands and Ireland
US GB NZ GW GE NW SE NL IRL
Employment commitment from promotion
focus(means) for employed people 3.55 3.40 3.66 3.60 3.94 3.80 3.63 3.34 3.62
Employment commitment (means) from
promotion focus for job seekers 3.50 3.57 3.39 3.71 3.69 3.32 3.62 3.66 3.47
Eta .01 .04 .07 .03 .09 .11 .01 .08 .03
P value .69 .34 .04 .49 .10 .00 .87 .04 .44
N 1084 1204 1179 1114 654 1322 1220 925 1001
Table 3.9 shows that only In Norway, New Zealand and the Netherlands there are
significant differences on employment commitment from a promotion focus between
employed and job seekers. In Norway and New Zealand the employed show more
employment commitment from a promotion focus whereas in the Netherlands
jobseekers are significantly more committed from a promotion focus. The Norwegian
results confirm earlier findings by Svallfors, Halvorsen and Andersen who found that
there were differences but in their study these were not significant: Only in Norway
the expected patterns of a lower employment commitment among students and other
groups (than unemployed) outside the workforce showed lower commitment
(Svallfors et al 2001). The overall idea of more commitment for job seekers has to be
rejected. Thus, one cannot say that in general the unemployed have a more
promotion focus.
3.7.4 Exit culture and employment commitment from a promotion focus
Hypothesis 2: “Within early exit cultures there will be a greater drop in employment
commitment from a promotion focus than in other cultures” is tested in this part. As
has been mentioned in the theory part of this chapter the percentage reduction in
labor force participation from 55 year will be the indicator for early or late exit cultures
(OECD, 2006, data from 2004):
 Equal or lower than- 25 %: Late Exit Cultures
Sweden, Norway, New Zealand and USA
 Between -22 and 40% Medium Exit Cultures
Ireland and Great Britain
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 -40% or more: Early Exit Cultures
The Netherlands and Germany
Source: OECD (2006)
This classification is also supported by theory (de Vroom, 2001). In order to test our
hypothesis the levels of employment commitment from a promotion focus are
presented for each exit culture in Table 3.9.
Table 3.9 shows that the employment commitment from a promotion focus only
differs per age group in the late and early exit cultures.
Table 3.9 Comparing means age groups and employment commitment from a promotion focus in
3 exit culture
Early exit
countries Mean N SD
Medium exit
countries Mean N SD
Late exit
countries Mean N SD
Age group
18-29 3.69 353 1.08 3.52 315 1.19 3.69 915 1.03
30-43 3.50 609 1.10 3.44 436 1.12 3.66 1397 .99
43-55 3.58 588 1.16 3.36 388 1.18 3.60 1288 1.04
Over 55 3.37 714 1.30 3.34 506 1.16 3.56 1476 1.02
P-value .00 .17 .00
Eta .09 .06 .05
A Scheffe test showed that only the age group of over 55 differs significantly from the rest.
In the late exit cultures there is almost a linear decrease in commitment from a
promotion focus but the differences are relatively small while in the early exit cultures
the age group between 43 and 55 breaks the pattern. The relative low drop of
commitment in the age group of 55 plus in late exit cultures could be explained by the
fact that their status of being still employed is a result of the culture. So they still are
engaged in labor because they are supposed to. They act conform the norm.
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A Tukey test was conducted on the early exit culture group and exhibited in Table
3.10. It showed that in that exit culture at least three subgroups can be distinguished
with significant scores on employment commitment from promotion focus. This
refutes our hypothesis that in particular around the age of 55 there is a considerable
drop in employment commitment from a promotion focus.
Table 3.10 Tukey test for promotion focus and age groups within early exit cultures
Age category N 1 2 3
55 plus 1868 3.37
30-43 741 3.50 3.50
43-55 779 3.58 3.58
18-29 462 3.69
Within the early exit cultures, as shown in table 3.10, we see a drop in commitment at
the age of 55. The contrast with the group of 43-55 is strong. It seems that people in
Germany and the Netherlands are behaving in accordance to the culture. Given the
early exit culture in both countries their commitment drops at the age where a
possibility for early retirement can be expected. Both in the Netherlands and
Germany provisions for early retirement used to be very generous (Schils, 2008).
In the Netherlands during the 1980s early retirement incentives were
particularly strong as from the age of 60 years with replacement rates of about 90 per
cent. During the 1990s the generosity was reduced and entitlement was tightened,
yet replacement rates were still over 80 percent and the taxes on work after the age
62 years were very high. This is because no additional pension income is generated
when people continued working therefore working longer creates income but reduces
the entitlements on pensions after work. The implicit tax is defined as the loss of
pensions in percentage of extra income gained by working longer (Schils, 2006,
2008). In several countries this implicit tax can be 40%.
In Germany, there are various pathways into retirement. The Pre-Retirement
Act enables workers to withdraw from the labor market at age 58 (Hult & Edlund,
2005) and to receive payments from their employers until the earliest possible
pension takes effect. There is also the ‘59er regulation’, which enables workers to
draw pensions at the age of 59 after a period of unemployment lasting at least one
year. In Germany there is a strong effect of length of tenure on early retirement.
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Entitlement to early retirement schemes is strongly related to the contribution period.
Furthermore, the pension system is highly fragmented. An early retirement in terms
of coverage and benefit levels largely differs between occupational groups. Pull
effects due to high generosity and a lower early retirement age are stronger for
Germany public sector employees (Schils, 2008).
This means that existing entitlements will have to be reduced. Given the
results in table 3.9 this will not only have financial but also an attitudinal aspect,
because the 55 plus employees will not be driven by a promotion focus. We also
investigated the age effect on the prevention focus but no significant differences
could be found.
3.7.5 The relationship between welfare state development and value orientations
In hypothesis 3 it was hypothesized that in well-developed welfare states employees
will put less emphasis on extrinsic values.
The effect on extrinsic values was tested (table 3.11). The US, Ireland and Germany
(Eastern part) score high on the extrinsic value index. Norway, Sweden and the
Netherlands score low.
Table 3.11 Scores on intrinsic, extrinsic and societal values indices in the United States, Great
Britain, New Zealand, Germany, Norway, Sweden, the Netherlands and Ireland
US GB NZ GW GE NW SE NL IRL
Score extrinsic value index 1.25 1.07 1.07 1.09 1.21 .86 .92 .81 1.18
Standard deviation .60 .55 .56 .58 .54 .55 .57 .57 .63
Score on intrinsic value index 1.29 1.16 1.32 1.30 1.33 1.24 1.25 1.21 1.30
Standard deviation .62 .58 .52 .63 .64 .53 .61 .56 .59
Score on societal/altruistic
value index 1.32 .86 1.03 .85 1.01 .70 .72 .81 1.25
Standard deviation .65 .77 .67 .75 .76 .76 .83 .71 .70
In table 3.11 we can see that the assumption that extrinsic values are not that
important in the countries with stronger welfare regimes is partly confirmed. That
means that only the US, Ireland and the eastern part of Germany score relatively
high on the extrinsic value index. To test which means are significantly different we
used a Tukey test (table 3.12). This test compares all possible pairs of means, and is
based on a studentized range distribution q.
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Table 3.12 Mean scores of eight countries on the extrinsic index
Tukey HSD Subset for alpha = .05
Country N 1 2 3 4
NL Netherlands 746 .81
NO Norway 1253 .86
SE Sweden 1310 .92
GB Great Britain 833 1.07
NZ New Zealand 1236 1.07
GE W Germany-West 1061 1.09
IE Ireland 962 1.18 1.18
GE E Germany-East 572 1.21 1.21
US United States 1510 1.25
Sig. .32 .29 .06 .15
From table 3.12 we can conclude a significant difference between groups of
countries. In accordance with Hypothesis 2, Norway, Sweden and the Netherlands
are distinctively lower on extrinsic values. Since these are the countries that also
show the highest scores on the welfare state generosity index one can say that
hypothesis 2 cannot be rejected. The interesting thing about the results is the fact
that the means of Germany East and West differ that much that these are in two
separate clusters.
Looking for an explanation one could argue that there is a sort of ‘relative
deprivation’ (denotation used in the American Soldier study by Stouffer, 1949). Since
the reunification the East Germans have encountered a great rise in the living
standard but also a lot of western publicity and therefore have become very sensible
for the relative luxury from the western part, and the relative absence in their part of
the country. Because the wages are still lower but the costs of living are also cheaper
than in the western part of the country, one could label this as relative deprivation.
The crowding out effect seems on societal values to be also confirmed (except
for Great Britain). For the intrinsic index results are ambiguous. One has to realize
that tables 3.11 and 3.12 don’t display information about the magnitude of the welfare
state generosity. When using a correlation one loses detail on country differences but
gains in explaining magnitude as will be shown in paragraph 3.8.6.2.
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3.7.6 Value orientations and employment commitment from a prevention focus and
a promotion focus
3.7.6.1 In general
Hypotheses 3A and 4 are tested and reported. Tables 3.13 and 3.14 show that there
is a positive relationship between extrinsic work values and commitment from a
prevention focus and a negative one between intrinsic work values and commitment
from a prevention focus. The positive relation between extrinsic work values and
prevention focus is the strongest in the US, Germany (both parts) and Great Britain.
In all countries except Ireland there is a positive relationship between the extrinsic
index and prevention focus and a negative one between the intrinsic index and
promotion focus. The societal index is to a limited extent an explanatory factor.
Table 3.13 Regression analysis for all countries. Scores for standardized betas for 8 countries with
employment commitment with prevention focus as a dependent variable
Country US GB NZ GW GE NW SE NL IRL
Constant 3.58 3.21 3.73 3.14 3.20 3.72 3.48 3.41 3.08
Extrinsic Index .24** .18** .14** .17** .19** .16** .15** .16** .12
Intrinsic Index -.09** -.18** -.13** -.22** -.18** -.18** -.14** -.19** -.13**
Societal Index -.09 -.01 .01 -.01 .08 .05 -.07 .02 -.12**
Adj R Squared .07 .04 .02 .05 .04 .04 .03 .05 .04
**=Significance at the 0.05 level (p≤ .05) 
Table 3.14 Regression analysis for all countries. Scores for standardized betas for 8 countries with
employment commitment with promotion focus as an independent variable
Country US GB NZ GW GE NW SE NL IRL
Constant 3.79 2.83 2.63 3.73 3.46 3.69 3.36 3.41 2.94
Extrinsic Index .01 -.04 -.01 -.07 -.04 -.08** -.06 .06 .03
Intrinsic Index .04 .08 .06 .13** .12** .07** .11** .10** .16**
Societal Index .13** .07 .05 .00 .13** .05 .14** .02 .08**
Adj R Squared .02 .01 .01 .01 .04 .01 .03 .01 .04
**=Significance at the 0.05 level (p≤ .05) 
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3.7.6.2 Welfare state generosity
In hypothesis 5 the question was raised if a ‘crowding out’ process would affect work
values in the sense that a high welfare state generosity would be related to lower
levels of intrinsic and societal work values. This hypothesis was tested by means of
three correlations. The correlation between welfare state generosity and intrinsic
value index was -.81 (p = .01, N = 8), with the societal index it was -.71 (p = .03, N =
8). The extrinsic index and welfare state generosity were not significantly correlated -
.26 p value was .497 (N = 8). This may be called a remarkable result, because with a
very low number of countries surveyed the crowding out hypothesis seems not be
rejected.
3.7.7 Flexibility to avoid unemployment
There were three research questions:
Research question 1: What is the relationship between employment commitment
from prevention focus and from a promotion focus and
flexibility to avoid unemployment?
Research question 2: What is the relationship between the work values (intrinsic,
extrinsic and societal) and flexibility to avoid unemployment?
Research question 3: What is the relationship between educational level and
flexibility to avoid unemployment?
To obtain an answer to the research questions 1 and 2, we used a regression
analysis with the value indices and promotion and prevention focus as independent
variables.
Table 3.15 shows that, in most cases, commitment from a promotion focus is
positively related to flexibility to avoid unemployment, and commitment from a
prevention focus negatively. We have to put this into perspective and realize that age
and education are also strong predictors. The age factor is of course important. The
older one gets the less flexible one becomes. There are considerable international
differences. In Ireland the societal index is a predictor. In Norway, the Netherlands
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intrinsic values are valuable predictors. While in Norway, Sweden, and Ireland the
extrinsic values do count. In Germany East and Norway low prevention focus and
promotion focus are related to flexibility to avoid unemployment. Norway is the only
country where values in the model besides age explain the most variance. The
values that are important when predicting flexibility are prevention commitment,
intrinsic values and societal values. In sum, one has to realize that the differences
between countries are considerable.
Further, it seems that educational level is an important antecedent for
flexibility. The education-effect confirms the earlier findings of van Ham, Mulder and
Hooimaijer (2001) and van Ham and Börsch-Supan (1990) about education being
antecedents for spatial flexibility. It answers research question 3 and indicates
education as an antecedent for flexibility to avoid unemployment in at least 6
countries.
Table 3.15 Scores for standardized betas for 8 countries with flexibility to avoid unemployment as a
dependent variable
Country US GB NZ GW GE NW SE NL IRL
Constant 5.79 5.31 5.66 6.49 4.92 4.82 5.88 5.89 4.65
Commitment prevention focus -.14** -.10** -.11** -.05 -.18** -.10** -.15** -.16** -.01
Commitment promotion focus .09** .07 .10** .11** .21** .17** .08** .04 .15**
Extrinsic index .01 .01 -.02 .01 .03 -.11** -.07** -.07 .10**
Intrinsic index .00 .06 .06 .03 -.04 .16** .06 .11** .00**
Social index .03 .02 .01 -.06 .04 -.02 .03 -.06 .10**
Gender .05 .08 .06 .09** -.04 -.06 -.06 -.02 -.15**
Age -.13** -.20** -.18** -.21** .09 -.19** -.28** -.17** -.21**
Educational level .10** .22** .05 .11** .08 .08** .17** .08 .20**
Adj R squared .06 .13 .07 .08 .09 .15 .20 .08 .22
**=Significance at the 0.05 level (p≤ .05) 
3.7.8 Membership of a union
Hypothesis 6 was: Membership in a trade union has a negative effect on employment
commitment with a promotion focus and a positive effect for the employment
commitment with a prevention focus. In table 3.16 this hypothesis is tested by
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analysis of variance3. Table 3.16 shows significant differences in Great Britain,
Norway and the Netherlands. In Great Britain and the Netherlands trade-union
members have significantly higher scores on prevention focus than non-members in
Great Britain and the Netherlands. In Norway the relationship is just the other way
around. In most countries however there is no significant difference. Therefore to an
important extent, Hypothesis 6 has to be rejected. It has to be mentioned that in the
CME the role of the trade-unions is a different one than in the LMEs. In the CMEs
trade-unions have a broader function than pure interest representation and to a
certain extent are more “state supporting and common interest” oriented. Therefore
we had expected a greater difference in the other CME countries like Sweden and
German and a reverse effect for the Netherlands.
Table 3.16 Comparing means employment commitment from prevention focus for trade-union
members and nonmembers United States, Great Britain, New Zealand, Germany,
Norway, Sweden, The Netherlands, and Ireland
US GB NZ GW GE NW SE NL IRL
Employment commitment
(means) with prevention focus for
current union members 2.65 2.85 2.64 2.64 2.44 1.97 2.42 2.51 2.78
Employment commitment
(means) with prevention focus for
non-union members 2.55 2.56 2.53 2.79 2.76 2.20 2.45 2.29 2.68
P-value .30 .01** .26 .22 .07 .00** .62 .00** .21
Eta .03 .09 .03 .04 .08 .11 .01 .08 .04
N 1507 829 1179 1019 546 1210 1220 754 915
**=Significance at the 0.05 level (p≤ .05) 
A similar test has been conducted for promotion focus but that gave no significant
results. The traditional role of the trade-unions as a safeguard for “bread and butter
issues” can form an explanation.
3.7.9 Gender and societal values
From the theoretical work of Hakim (1999, 2002) and previous research of Hult
(2005) we came to Hypothesis 7: “Women will score significantly higher on the
3 For this purpose the union membership variable has been recorded into member and non member qualifying the category
former members as non-members.
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societal index than men; this effect will be moderated or enforced by the nature of
product regimes (In LMEs the differences will be higher than in CMEs).” Table 3.17
summarizes findings related to this hypothesis.
The first part of the hypothesis seems to be confirmed except for Germany
West and Ireland. In these countries there is no significant effect of gender on
societal values. Women score higher than men on societal values in Great Britain,
New Zealand, Norway, and Sweden. Germany is divided. While the effect in the
Eastern part is significant in the western part there is no significant effect. The
second part of the hypothesis has to be rejected.
Table 3.17 Comparing means for the societal value index for men and women in the United States,
Great Britain, New Zealand, Germany, Norway, Sweden, The Netherlands and Ireland
US GB NZ GW GE NW SE NL IRL
Societal value index
scores(means) for men 1.26 .74 .93 .83 .92 .55 .52 .72 1.23
Societal index scores(means)
for women 1.37 .93 .11 .86 1.10 .84 .90 .88 1.26
P value .00 .00 .00 .46 .00 .00 .00 .00 .53
Eta .08 .12 .14 .02 .12 .20 .23 .12 .02
N 1510 746 1179 1049 578 1210 1220 834 915
An analysis of women further subdivided in working and non working, gave only one
significant result (US).
To confirm these results there was a regression analysis conducted with some
competing explanatory background variables. The choice of the competing
explanatory variables follows the assumption that educational background and age
are also strong predictors for values.
Table 3.18 confirms the position of gender as an explanatory variable for high
scores on the societal index; also the strengths of the effects are similar in several
countries. This means that in general gender is predictor for societal values. Age also
plays a role and educational background can be neglected.
117
Table 3.18 Standardized betas for 8 countries with societal index as dependent variable
Country US GB NZ GW GE NW SE NL IRL
Constant 1.17 .42 .57 .64 .46 .03 -.25 .36 .91
Gender .09** .13** .10** .03 .12** .20 .23** .14** .02
Age -.05 .10** .08** .05 .12** .05 .11** .09** .07
Educational level .04 .02 -.00 .05 .01 .05 .07** -.04 .11**
Adj R squared .01 .03 .02 .00 .02 .04 .07 .02 .01
**=Significance at the 0.05 level (p≤ .05) 
3.7.10 Societal index and public service
Hypothesis 8 was: “People working in public service will have a significant higher
score on the societal index than those who work for private companies.” Because 5
categories were distinguished in the variable: “sector of occupation.” A Scheffe test
was conducted where the pair of means were compared. The results are displayed in
table 3.19.
Table 3.19 Scheffe test on means for societal index for public service and private companies United
States, Great Britain, New Zealand, Germany**, Norway, Sweden, The Netherlands and
Ireland
Country US GB NZ GW GE NW SE NL IRL
Means for societal index for public
service 1.43 1.04 1.19 MD MD .96 1.00 .90 1.45
Means for private companies 1.29 .75 .96 MD MD .54 .51 .65 1.20
Mean difference (I-J) .14 .29 .22 MD MD .41 .49 .25 .25
Standard Error .04 .06 .07 .10 .09 .09 .05
P-value .00 .00 .00 MD MD .00 .00 .02 .00
N 1460 780 1022 MD MD 1127 1229 771 912
** For Germany the data are missing
A regression analysis was also conducted that confirmed the findings of table 3.19. In
New Zealand and the US the combination of gender and working for government was
significantly related to a high score on the societal index. From these data we can
conclude that in every country employees in civil service score significantly higher on
the societal value index and therefore our hypothesis 7 is confirmed. The highest
score for public service employees can be found in the Anglo Saxon countries. The
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largest differences between public and private employed people however can be
found in the Scandinavian countries, in particular Sweden. Given the relative large
number of people employed in public service and the low overall scores this is
remarkable. We conducted a Scheffe post hoc test for each country and results show
that in Sweden and Norway the value orientation of people employed in civil service
forms a separate cluster from the orientation of people employed in other sectors so
the differences are considerable. All in all, hypothesis 8 is confirmed.
Hypothesis 9 was: People that show a preference for working in the public
sector will have a higher score on the societal index than people with a preference for
private companies.
Results are displayed in Table 3.20. Again there is a big difference in the two
Scandinavian countries. Remarkable is the lack of difference in the Eastern part of
Germany. This is the only case in which there is a similarity in value orientation for
private and public service interested employees.
Table 3.20 Comparing means for societal index for people interested in private companies and in
civil service public service and private companies United States, Great Britain, New
Zealand, Germany, Norway, Sweden, The Netherlands and Ireland
Country US GB NZ GW GE NW SE NL IRL
Societal index value for people
with preference for working in:
public service
(standard error)
1.38
(.66)
1.04
(.72)
1.18
(.64)
.97
(.72)
1.04
(.70)
.99
(.72)
1.01
(.75)
.97
(.65)
1.33
(.63)
private companies
(standard error)
1.29
(.61)
.79
(.72)
.97
(.67)
.78
(.72)
1.03
(.75)
.54
(.74)
.58
(.84)
.72
(.71)
1.20
(.72)
Eta .06 .16 .13 .12 .01 .28 .22 .16 .09
P value .00 .00 .02 .00 .91 .00 .00 .04 .00
N 1454 1204 1019 881 510 996 1078 619 880
It can very well be possible that there is an interaction between interest in public
service and gender therefore we conducted a regression analysis as shown in Table
3.21.
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Table 3.21 Standardized betas for 8 countries with societal index as dependent variable
Country US GB NZ GW GE NW SE NL IRL
Constant .74 .01 .49 .58 .35 -.27 -.78 -.11 .71
Sex .24** .19 .10 -.05 .20 .11 .24** .17 .08
Age -.05 .02 .07** .04 .13** .04 .14** .14** .05
Preference public service .22** .19 .10 .05 .05 .23** .24** .19 .16
Interaction sex and interest in
public service and gender -.23** .05 .04 .12 .12 .02 -.12 -.06 -.10
Educational level .04 .03 .04 .05 .01 .04 .07** -.09** .09**
Adj R squared .02 .06 .04 .02 .02 .09 .09 .06 .01
**=Significance at the 0.05 level (p≤ .05) 
Here we see that the interaction between gender and sector preference is only an
issue in the US. Table 3.21 gives an in depth analysis of the table 3.20 because the
background variables gender and age are included. Now only the US and the two
Scandinavian countries have a significant beta for sector choice. The conclusion can
be that when selecting the candidates for a position in civil service the preference for
societal/altruistic values seems to be one of the predictors in at least three countries.
3.8 Conclusion and discussion
3.8.1 Summary of the main findings
We started this chapter by asking how and to what extent the different 'production
regimes' and other institutional differences found in the eight at hand would affect
work orientations. To what extent have these analyses illuminated this question?
One of the most striking and important findings was that welfare state
generosity in countries is negatively correlated with societal/altruistic value
orientation. This is a welcome addition to the discussion on the crowding out
hypothesis that says that welfare state provisions tend to crowd out social en intrinsic
attitudes. One of the important functions of this study is that this hypothesis is applied
to work values. As far as we know this has only be done by Houston (2009) in a very
marginal way.
Another finding is the relation between employment commitment and flexibility
to avoid unemployment. When people show employment commitment from a
promotion focus they are prepared to trade down their wishes in order to avoid
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unemployment. No such relation is visible with people that are committed from a
prevention focus.
Unemployment avoidance flexibility was related to all three value indices
(extrinsic, intrinsic and societal). There is a small negative effect of extrinsic values
on employment commitment with a promotion focus and a small positive effect of
intrinsic and societal values where the effect of intrinsic values is the strongest and
the most significant one.
The assumption that extrinsic values are not that important in the countries
with stronger welfare regimes is partly confirmed. In particular support to this
assumption was found for the Scandinavian countries and the Netherlands. Which
implies as shown in table 3.11 that these countries have a low score on all three
indices. One has to realize that in the Anglo Saxon world people have to rely more
heavily upon paid labor to meet a minimum standard of living by acquiring often more
than one job (Furåker 2011) therefore an orientation to more extrinsic features makes
sens.
When it comes to aggregate differences, it was shown that employment
commitment for prevention and promotion focus are not mutually exclusive. The
Eastern part of Germany and the Netherlands score relatively low and relatively high
on both focuses.
Employment commitment for promotion focus is highest in Eastern Germany
and Norway, followed by Sweden; something that could be expected when the
institutional characteristics of Scandinavian countries are taken into account. The
integration of most of the adult population into employment (see appendix), and the
work-enforcement mechanisms relating to social welfare is a possible explanation for
the results for the Scandinavian countries. The New Zealand result is surprising
because it does not fit into the overall pattern of the divide between coordinated and
liberal market economies. Further research has to be done here. There were some
findings from previous research that would predict a higher employment with
promotion focus commitment among unemployed than among employed people. In
Great Britain and to a lesser extent in the Netherlands we see such results. In all
other countries the reverse is true, that’s a higher employment commitment with
promotion focus among employed people.
Women prefer social work values. Women are more likely to work for social
motives than their male counterparts. People employed in public service or people
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with a preference to work in that sector score significantly higher on the societal
index. Working for a “higher goal” can be interpreted as search for the meaning of
life.
3.8.2 Contribution to theory and research
Contribution of this chapter to theory and research requires two sets of discussions: a
methodological discussion and a more conceptual discussion. The methodological
discussion is about the measurement of employment commitment. This study
showed that the Cronbach’s alphas are too low to measure employment commitment
in combined measure with the two items mentioned in. When we divide the two items
the promotion focus has the biggest effect.
On a more conceptual level this study showed that the intrinsic and societal
work values are strongly negative related to the welfare state generosity.
Since the promotion focused commitment is also related to welfare state
generosity, one could ask oneself if this relation reflects a deeper relation between
welfare state generosity and non-financial work motives. Flexibility to avoid
unemployment was inventoried and a new index was constructed to measure this
concept. The most important antecedents for flexibility to avoid unemployment are:
age, educational level and extrinsic work values (in a negative way) and in some
countries intrinsic work values in a positive way. So young well educated people with
intrinsic values are more likely to be flexible in case of unemployment.
It has to be recognized that within the framework of the current
operationalization of institutional variables only the welfare state generosity seems to
matter. Neither Union density nor employment protection explains variance. It was
not surprising to find a relation between promotion focus and flexibility to avoid
unemployment. But this is contrary to our expectations.
Earlier research results that women prefer societal work values was broadly
confirmed. There seems to be no link with the production regimes. It is recommended
to have a more “in depth analysis” into in which circumstances women prefer societal
values. Are these circumstances conditions beyond the scope of this study such as
family obligations? This is a topic for further study.
For the testing of the theory of Public Service Motivation at two important
aspects and types (Samaritans and Communitarians) this study confirms that the
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group of people that work for government or those who are interested in that sector
have considerably higher scores on the combined scale of two items:
 Having a job that is useful for society;
 Having a job that enables them to help other people.
It has long been assumed (Hult, 2005; Gallie, 2000) that the presence of a non-
financial commitment to work is important; this is measured with the combined scale.
This study shows that rather the absence of a financial commitment is more
important than the presence of a non-financial one. This also explains other factors
like flexibility to avoid unemployment. This matter is recommended to be further
investigated. Type of production regime seems to have little consequence for work
value preference. As already mentioned the range of western institutions might be so
small that a real test only can be possible if extremes are researched.
When studying the exit culture a clear finding is that within early exit cultures
there is a drop in employment commitment from a promotion focus around the age of
55. This is both surprising and as expected. Given the later entry in the labor market
one would expect that a promotion focus at later age would be more likely than in the
past. The current cohort obviously does not differ that much from the earlier cohorts.
3.8.2.1 Suggestions for further research
As has been mentioned earlier work values and preferences are being shaped in the
environment of an organizational setting. Therefore it is interesting to investigate
work values and organizational commitment. Whereas in this chapter the scope was
on employment commitment, in the next chapter organizational commitment will be
one of the issues to study in order to complete the picture.
Limiting itself to institutional and national differences it is self-evident that
these results cannot go into detail. Therefore more detailed national and international
studies in this area can put things into different perspectives and broaden the
explanatory factors. This study can only distinguish general trends and no detailed
explanations.
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Case studies or national studies can give more in depth insight. For example the
differences found between the Eastern and Western part of Germany would be
interesting issues for further research.
3.8.3 Limitations
As already mentioned like all other studies this study has limitations. If one wants to
include institutional differences as an explanatory factor one has little choice as to do
secondary analysis on existing international data bases if it were only for budgetary
reasons. This implies that operationalizations are suboptimal. However the big
advantage is that at least one can research a limited number of highly relevant
variables in a large number of countries that enables one to draw general
conclusions and leave detailed explanations for further studies more focused on
partial problems. Ideal would be a comparison from research using the same data
bases and operationalizations. To an important extent this study did achieve that. A
second issued is the use of single item measures. We have to make the same
remarks as in chapter 2. As pointed out by Weick (1979), the three research ideals of
generalizability, accuracy, and simplicity cannot together be achieved in a single
study; in gaining any two of them, the third is necessarily compromised. In the
present case, the ISSP studies have the strengths of generalizability and simplicity,
but are less than perfect in respect of accuracy.
It has to be realized that this has its implications for the comparability of
results. In other words the validation of the results will only be possible in a broad
survey of a similar nature with comparable questions.
Unfortunately the welfare state generosity index figures were from 2002. As
has been argued this does hardly affect the ranking of countries because welfare
state generosity and its difference between countries is a rather long term and stable
given the fact that the data gathering had to be before 2005 if there were a bias it
would be minimal. Another limitation lies in the choice of the countries surveyed one
has to take into account that the variation in institutional arrangements is limited
within the countries chosen. To get a proper assessment of international differences
it might have been useful to include countries like Russia the Dominican Republic.
However if one aims at a comparison among similar countries this is an advantage.
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3.8.4 Practical implications
The generous welfare states obviously do not trigger their citizens to take a job for
extrinsic reasons; however when it comes to avoiding unemployment and trading
down demands for a job in case of future unemployment a combination of intrinsic
and societal values and a prevention focus will make people more flexible; this
however differs by country. Institutional variables that count are welfare state
generosity and to a smaller extent unions. Not union density but membership of a
trade-union makes in some nations a difference in how people‘s work orientations are
shaped.
Recruiters and managers at government and government related institutions
should realize that employees in this sector are particularly driven by
societal/altruistic values. They should handle budget cuts and organizational
restructuring with care, due to the risk of crowding out the societal/altruistic and
helping work features, which determine the specificity of the civil service job.
Policy makers and employers in Germany should realize that there are
considerable differences in work values in the eastern and western part of the
country.
With the ageing problem high on the political agenda on basis of this research
one does not have to fear that a higher age on the moment of retirement would lead
to less promotion focus commitment. Further research will have to show if the effects
found are the result of age itself or of institutional arrangements related to age.
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Appendix 3.1: Description of institutional characteristics
The Nordic Model
Nordic industrial relations are characterized by a relative balance of power between
capital and labor compromises between capital and labor. Compromises between
employer’s associations and unions were concluded in an earlier stage in the two
Scandinavian countries we are surveying. A crucial element forms the cooperation in
the industrial area. The 'social democratic' model of Sweden and Norway puts more
emphasis on full employment and the labor-market participation of all adults. Within
postindustrial societies, Norway and Sweden exemplify smaller affluent welfare
states, with extensive public services, while the size of the public sector has
historically been smaller in the US and other Liberal Market Economies.
Norway
Full employment
Norway formalized the policy to achieve full employment by the National Strategy for
increased employment and “the solidarity alternative” (Ferner & Hyman, 1998),
including women regardless of whether they have small children or not (Svallfors &
Hult, 2002). Nevertheless there is unemployment of around 3% in Norway.
Rule/skill orientation
The management tends to be skill oriented (Dobbin & Boychuck, 1999).
Union Density
In Norway the (trade) union density is very high in mainly because of the fact that in
Norway unemployment registration is with the unions.
There is a union density of 53.34.
Welfare state generosity
Norway had a value of 41.8 in the Overall welfare generosity index 2002.
4 Figures of union density are taken from: Jelle Visser: Union membership statistics
in 24 countries. When data allowed it we took the figures of 2004 in all other cases the 2003 figures
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Unemployment
There are barriers for lay-offs therefore layoffs are expensive. Dismissal protection in
Norway appears to be strong in international comparison According to the OECD
(2004) index, a common international measure for the strictness of firing regulations,
Norway ranks 21st among 28 industrialized countries when it comes to dismissal from
regular employment.
Exit Culture
As most Scandinavian countries Norway has a late exit culture with 68% of the
population still working in the age interval between 55 and 64 Unemployment was
always low and therefore there was no reason to introduce early retirement (Hult,
2005). Rather than cutting benefits in order to make people prolong their working
lives, the policy focus has been on improving working conditions, personnel policy
and activation programmes (Hult, 2008).
Sweden
Full employment
For Scandinavian welfare states, moreover as for Anglo Saxon welfare states work
comes before welfare. But whereas this is the result of a necessity in Anglo-Saxon
welfare states (Scharpf & Schmidt, 2000) it is a matter of choice for Sweden.
Although the actual unemployment levels are around 5%.
Rule/skill orientation
Similar to Norway the management tends to be skill oriented.
Union Density
Compared to other countries union density is very high and scores 78.
Welfare state generosity
Sweden showed a score of score of 35.7 in the welfare state generosity index.
Unemployment
There are barriers for lay-offs therefore layoffs are expensive. Dismissal protection in
Sweden appears to be strong in international comparison According to the OECD
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(2004) index, a common international measure for the strictness of firing regulations,
Sweden ranks 22nd among 28 industrialized countries when it comes to dismissal
protection from regular employment.
Exit culture
Sweden has a late exit culture with 70% of the age group 55-64 still working. Also
Sweden did use early retirement for downsizing (Hult, 2005; Ebbinghaus, 2007). The
relatively high representation of older workers in Sweden has been coupled with
increasing difficulties for younger people to enter the labor market. Around 2005
however there were few signs of a policy change.
The Anglo Saxon model USA, Great Britain, Ireland and New Zealand
These countries are treated as a group because they are all Anglo Saxon and all can
be characterized as Liberal Market Economies.
New Zealand
The introduction of the 1991 Employment Contracts Act (ECA) completely dismantled
the long-standing industrial relations system of compulsory unionism (through union
shop clauses), centralized collective bargaining and a tribunal system which
automatically extended agreements to entire industries. By eliminating this system
and indeed all statutory protections for unions, the ECA radically transformed the
industrial relations landscape in New Zealand. As a result of these changes, union
density has rapidly fallen from among the highest in the world to levels projected to
approach that of the U.S. In a relatively short period of time, firms have been
catapulted from a largely protectionist, unionized environment into a land where it is
“as if Chicago School economists staged a coup d'état” (Guthrie, 2001).
Full employment
Full employment is an objective in New Zealand and long has been the goal for many
governments. After 1997, however, the ‘New Labor’ government set out to adjust the
liberal welfare state to conditions in which government economic policies could no
longer ensure full employment. (Rhodes in Scharpf & Schmidt, 2000).
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Rule/skill orientation
New Zealand is mostly categorized as a rule oriented country (Svallfors & Hult,
2004).
Union Density
Union density is 22% (this was 69% in 1980).
Welfare state generosity
New Zealand showed a score of score of 24.7 in the welfare state generosity index.
Unemployment
There are few barriers for lay-offs that make them relative inexpensive. Dismissal
protection in New Zealand appears to be weak in international comparison.
According to the OECD (2004) index, a common international measure for the
strictness of firing regulations, ranks 5th among 28 industrialized countries when it
comes to dismissal from regular employment.
Exit culture
New Zealand has a Medium Exit Culture. The pension scheme is based on the
Beveridge concept of poverty prevention instead of the Bismarckian system of the
Rhineland countries. Replacement rates are low. This country can on basis of the
OECD figures characterized as a Late Exit Culture.
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USA
The prominence of the non-union sector is the single most striking feature of
American employment relations. However, we are also mindful of the tradition of
unionization and collective bargaining in the USA.
Full employment
Full employment is still an issue in the USA (Scharpf & Schmidt, 2005).
Rule/skill orientation
The USA is mostly categorized as a rule oriented country (Dobbin & Boychuck,
1999).
Union Density
Union density is 12,5 (figure over 2004).
Welfare state generosity
The welfare generosity score of the US 18.9, which is low in an international
comparison.
Unemployment
There are few barriers for lay-offs that make them relative inexpensive. Dismissal
protection in US appears to be the weakest in international comparison. The well –
known principle of “easily hired”, easily fired still seems to apply. According to the
OECD (2004) index, a common international measure for the strictness of firing
regulations. The USA ranks 1st among 28 industrialized countries when it comes to
dismissal from regular employment.
Exit Culture
Together with Switzerland and the Nordic countries the USA has one of the highest
participation rates of people aged 55 or older (Dorn & Souza-Posa, 2006). Together
with the fact that the institutional constellation of a protection of senior rights (last in
first out) a high turnover and a reliability on general skills a Late Exit Culture is
common.
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Ireland
Ireland is seen by many as on the one hand having still very British characteristics in
their employment relations and on the other hand going from corporatism to
liberalism and back (von Prodzynsky in Ferner & Hyman, 1998).
Full employment
Full employment is far away for Ireland and the unemployment always has been high,
also given the labor market structure and the special position of agriculture.
Rule/skill orientation
It is generally agreed that liberal market economies are rule oriented. Since Ireland is
classified as a Liberal Market Economy (Hall & Soskice, 2001) it can be regarded as
a rule oriented country.
Union Density
Union density is 35.3 (was 50.3 in 1980).
Welfare state generosity
The welfare generosity score of Ireland was 25.3.
Unemployment
There are few barriers for lay-offs that make them relative inexpensive. Dismissal
protection in Ireland appears to be very weak in international comparison. According
to the OECD (2004) index, a common international measure for the strictness of firing
regulations, Ireland ranks 4th among 28 industrialized countries when it comes to
dismissal from regular employment.
Exit Culture
The Irish Exit Culture can be classified as Medium (OECD, 2006, Ebbinghaus, 2008).
However de Vroom argues that the exit culture is in the same range as the UK, the
same institutional characteristics can be found as in Great Britain therefore we
classify it as a medium exit culture. Contrary to other countries in Ireland it is the
women that exit early from paid labor.
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Great Britain
For a long time industrial relations in Great Britain have been characterized by the
“closed shop” system of union membership, that is the practice that workers must be
or become a trade-union member as a condition of employment (Edwards Hall,
Hyman Marginson Sisson Wadington & Winchester in Ferner & Hyman, 1998) and a
protection for dismissal. Nowadays the British have another system that is more
liberalistic, unionism has decreased as the protection for unemployment became far
out of reach.
Full employment
Until about 1973 Great Britain did come close to its ideal of full employment (Forde,
2008). Since then things deteriorated rapidly and a policy of full employment.
Rule/skill orientation
Great Britain is mostly categorized as a rule oriented country (Svallfors & Hult, 2004).
Union Density
Union density is 29.3 (this was 50% in 1980).
Welfare state generosity
Great Britain showed a score of score of 24.6 in the welfare state generosity index.
Unemployment
Expect for the act against unfair dismissal there are few barriers for lay-offs that
make them relative inexpensive. Dismissal protection in Great Britain appears to be
very weak in international comparison. According to the OECD (2004) index, a
common international measure for the strictness of firing regulations, Great Britain
ranks 2nd among 28 industrialized countries when it comes to dismissal from regular
employment.
Exit Culture
As far as the Exit Culture is concerned Great Britain can be characterized as a late
exit culture. One of the reasons is that replacement rates (the proportion of expected
income from work which is replaced by unemployment and related welfare benefits)
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are low therefore, where the median replacement rate for early retirement schemes is
74 per cent of previous income. To put this figure into perspective: In both Germany
and the Netherlands this lies around 90%. An additional problem is the occupation of
the spouse in the United Kingdom, workers with an employed spouse are less likely
to exit to early retirement (Schils 2008, p. 318).
The Rhineland model Germany and the Netherlands
Unlike traditionally liberal Britain and New Zealand, which had hardly developed
welfare states, both the Netherlands and Germany had reasonably generous welfare
states based on traditional Christian-democratic values in which welfare was
centered on the family, benefits were differentiated by status and gender, and the
core workforce of male breadwinners employed full-time until retirement were the
main beneficiaries. For both countries, in consequence, the challenges to the
traditional welfare state resulted not only from economic crisis, which came early in
the Netherlands and only very late in Germany, but also from the postindustrial
values represented by changing gender roles and patterns of work (Schmidt, 2002).
Germany
The history of industrial relations in Germany provides excellent examples of
cooperative labor-business relations and employee representation (Siegel, 2005;
Thelen, 2004; Streeck, 1994; Hall, 1994). For many decades, Germany has had a set
of institutionalized practices for wage bargaining that are highly coordinated, capable
of delivering wage restraint, and relatively stable economic progress. There is no
doubt that the resilience of the system depends partly on the satisfaction of
employers and employees with the results it has generated, and a standard
institutional logic can be adduced to explain why the system generates such returns.
Full employment
Full employment is no realistic option for Germany, the more because reunification
brought masses of unemployed eastern German.
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Rule/skill orientation
According to Dobbin and Boychuck Germany can be characterized as a skill oriented
country.
Union Density
Union density is 22.6.
Welfare state generosity
The welfare generosity score of Germany was 26.6.
Unemployment
Dismissal protection in Germany appears as relatively stringent by international
comparison. According to the OECD (2004) index, a common international measure
for the strictness of firing regulations, Germany ranks 19th among 28 industrialized
countries when it comes to dismissal from regular employment.
Exit Culture
As has been mentioned under Great Britain the replacement rates for early
retirement are relatively high in Germany and the Netherlands (more than 90
percent). In Germany, the roots of the early-exit culture have grown deep, and there
was around 2005 no sign of a shift toward active ageing (De Vroom, 2004). In
Germany, only one in five older men (aged 60-64) works, and only half of the men in
the younger age-group (aged 55-59) work. Employment protection legislation in the
1960s and 1970s provided additional support for seniority rules in Germany
(Ebbinghaus, 2005). The Exit Culture is formed by on the one hand the favorable
replacement rates on the other hand as Shils puts it: in corporatist countries such as
Germany and to a smaller extent the Netherlands, strong ties between the firm and
the worker exist that are likely to result in increasing wages with seniority. This
implicates relatively expensive labor with growing age.
The Netherlands
In the 70s and 80s, the Netherlands, which had once been described as the ideal
typical “corporatist” country because of its highly cooperative labor management
relations and centralized concerted bargaining, there are many similarities with
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Germany. It had been seen as one of the more successful of consociational
democracies because of its consensual political relations by large coalition
governments (Schmidt, 2002).
After a temporary backlash the system regained its power and was able to
create masses of jobs (especially part-time jobs for women) by some referred to as
the Dutch miracle (Visser & Hemerijck, 1997).
Full employment
Full employment is no realistic option for the Netherlands.
Rule/skill orientation
The Netherlands have every characteristic of a skill oriented management.
Union Density
Union density is 22.6.
Welfare state generosity
The welfare generosity score of The Netherlands was 26.6.
Unemployment
Dismissal protection in the Netherlands appears to be moderately stringent in
international comparison. According to the OECD (2004) index, a common
international measure for the strictness of firing regulations, the Netherlands ranks
16th among 28 industrialized countries when it comes to dismissal from regular
employment.
Exit Culture
The Netherlands is an example of a highly complex institutionalized Early Exit Culture
(De Vroom, 2006). Participation rates of seniors are around 50%. The official age of
retirement is still sixty-five, but massive numbers of older wage-earners have been
channeled through a variety of early exit pathways, which varied from one sector,
firm, or group to another (Guilemard, 2001). In the Netherlands as in Germany strong
ties between the firm and the worker exist that are likely to result in increasing wages
with seniority and therefore relative expensive labor.
135
Appendix 3.2: Cronbach’s alpha test on employment commitment and
insignificant correlations with institutional characteristics
Table A1 Traditional measures of employment commitment in the United States, Great Britain,
New Zealand, Germany, Norway, Sweden, The Netherlands and Ireland
Country US GB NZ GW GE NW SE NL IRL
Employment commitment (means) 61.20 57.00 63.30 60.60 63.50 71.10 65.10 62.00 60.20
Standard deviation 22.10 22.90 20.80 24.60 22.60 20.60 22.30 22.00 25.90
Cronbach’s alpha .27 .44 .41 .43 .30 .54 .61 .44 .50
N 1506 764 1205 1020 548 1229 1234 763 972
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Table A2 Correlations
Generosity PromotionCommitment
Prevention
Commitment
Unemploy-
ment rate 2005
Organizational
Commitment Union Density
Employment
Protection
Flexibility to
avoid
unemployment
Generosity
Pearson Correlation
Sig. (2-tailed)
N
1
9
-.811**
.008
9
.291
.448
9
-.055
.888
9
-.582
.100
9
.705**
.034
9
.743**
.022
9
-.397
.290
9
Promotion Commitment
Pearson Correlation
Sig. (2-tailed)
N
-.811**
.008
9
1
9
-.214
.580
9
.336
.377
9
.324
.395
9
-.459
.214
9
-.441
.235
9
.345
.364
9
Prevention Commitment
Pearson Correlation
Sig. (2-tailed)
N
.291
.448
9
-.214
.580
9
1
9
.430
.248
9
-.156
.689
9
.318
.405
9
.462
.211
9
.149
.702
9
Unemployment rate 2005
Pearson Correlation
Sig. (2-tailed)
N
-.055
.888
9
.336
.377
9
.430
.248
9
1
9
-.223
.565
9
.015
.970
9
.586
.097
9
.494
.176
9
Organizational commitment
Pearson Correlation
Sig. (2-tailed)
N
-.582
.100
9
.324
.395
9
-.156
.689
9
-.223
.565
9
1
9
-.752*
.019
9
-.671**
.048
9
.680**
.044
9
Union Density
Pearson Correlation
Sig. (2-tailed)
N
.705**
.034
9
-.459
.214
9
.318
.405
9
.015
.970
9
-.752*
.019
9
1
9
.485
.186
9
-.571
.108
9
Employment Protection
Pearson Correlation
Sig. (2-tailed)
N
.743**
.022
9
-.441
.235
9
.462
.211
9
.586
.097
9
-.671*
.048
9
.485
.186
9
1
9
-.072
.854
9
Flexibility to avoid
unemployment
Pearson Correlation
Sig. (2-tailed)
N
-.397
.290
9
.345
.364
9
.149
.702
9
.494
.176
9
.680*
.044
9
-.571
.108
9
-.072
.854
9
1
9
Generosity for
unemployment
Pearson Correlation
Sig. (2-tailed)
N
.638
.065
9
-.343
.366
9
.390
.299
9
.584
.099
9
-.231
.549
9
.329
.388
9
.806**
.009
9
.313
.413
9
Societal
Pearson Correlation
Sig. (2-tailed)
N
-.706**
.033
9
.468
.204
9
-.121
.757
9
-.163
.674
9
.864**
.003
9
-.594
.092
9
-.751**
.020
9
.638
.064
9
Intrinsic
Pearson Correlation
Sig. (2-tailed)
N
-.806**
.009
9
.748*
.020
9
.125
.750
9
.245
.525
9
.710**
.032
9
-.524
.147
9
-.575
.106
9
.682**
.043
9
Extrinsic
Pearson Correlation
Sig. (2-tailed)
N
-.261
.497
9
.227
.557
9
.522
.149
9
.427
.252
9
.385
.306
9
-.273
.477
9
.027
.946
9
.731**
.025
9
HOFSTEDE
Power Distance Index
Pearson Correlation
Sig. (2-tailed)
N
-.195
.614
9
.085
.829
9
-.342
.367
9
.304
.427
9
.122
.755
9
-.291
.448
9
.035
.930
9
.301
.431
9
HOFSTEDE
Individualism
Pearson Correlation
Sig. (2-tailed)
N
-.586
.097
9
.200
.606
9
-.630
.069
9
-.573
.107
9
.297
.437
9
-.400
.286
9
-.780**
.013
9
-.246
.523
9
HOFSTEDE
Individualism
Pearson Correlation
Sig. (2-tailed)
N
-.849**
.004
9
.856**
.003
9
-.081
.836
9
.185
.634
9
.710**
.032
9
-.696*
.037
9
-.585
.098
9
.587
.097
9
HOFSTEDE
Individualism
Pearson Correlation
Sig. (2-tailed)
N
-.084
.831
9
.022
.956
9
.322
.398
9
.557
.119
9
.230
.552
9
-.570
.109
9
.389
.300
9
.596
.091
9
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Table A2 Correlations (continued)
Generosity for
unemployment Societal Intrinsic Extrinsic
HOFSTEDE
Power Distance
Index
HOFSTEDE
Individualism
HOFSTEDE
Masculinity
HOFSTEDE
Uncertainty
Avoidance Index
Generosity
Pearson Correlation
Sig. (2-tailed)
N
.638
.065
9
-.706**
.033
9
-.806**
.009
9
-.261
.497
9
-.195
.614
9
-.586
.097
9
-.849**
.004
9
-.084
.831
9
Promotion Commitment
Pearson Correlation
Sig. (2-tailed)
N
-.343
.366
9
.468
.204
9
.748**
.020
9
.227
.557
9
.085
.829
9
.200
.606
9
.856**
.003
9
.022
.956
9
Prevention Commitment
Pearson Correlation
Sig. (2-tailed)
N
.390
.299
9
-.121
.757
9
.125
.750
9
.522
.149
9
-.342
.367
9
-.630
.069
9
-.081
.836
9
.322
.398
9
Unemployment rate 2005
Pearson Correlation
Sig. (2-tailed)
N
.584
.099
9
-.163
.674
9
.245
.525
9
.427
.252
9
.304
.427
9
-.573
.107
9
.185
.634
9
.557
.119
9
Organizational commitment
Pearson Correlation
Sig. (2-tailed)
N
-.231
.549
9
.864**
.003
9
.710**
.032
9
.385
.306
9
.122
.755
9
.297
.437
9
.710**
.032
9
.230
.552
9
Union Density
Pearson Correlation
Sig. (2-tailed)
N
.329
.388
9
-.594
.092
9
-.524
.147
9
-.273
.477
9
-.291
.448
9
-.400
.286
9
-.696**
.037
9
-.570
.109
9
Employment Protection
Pearson Correlation
Sig. (2-tailed)
N
.806**
.009
9
-.751**
.020
9
-.575
.106
9
.027
.946
9
.035
.930
9
-.780**
.013
9
-.585
.098
9
.389
.300
9
Flexibility to avoid
unemployment
Pearson Correlation
Sig. (2-tailed)
N
.313
.413
9
.638
.064
9
.682**
.043
9
.731**
.025
9
.301
.431
9
-.246
.523
9
.587
.097
9
.596
.091
9
Generosity for
unemployment
Pearson Correlation
Sig. (2-tailed)
N
1
9
-.393
.295
9
-.263
.495
9
.099
.800
9
.283
.461
9
-.772**
.015
9
-.350
.355
9
.382
.311
9
Societal
Pearson Correlation
Sig. (2-tailed)
N
-.393
.295
9
1
9
.847**
.004
9
.529
.143
9
.053
.892
9
.354
.350
9
.700**
.036
9
-.002
.996
9
Intrinsic
Pearson Correlation
Sig. (2-tailed)
N
-.263
.495
9
.847**
.004
9
1
9
.589
.095
9
.069
.861
9
.157
.687
9
.888**
.001
9
.128
.743
9
Extrinsic
Pearson Correlation
Sig. (2-tailed)
N
.099
.800
9
.529
.143
9
.589
.095
9
1
9
-.304
.427
9
-.449
.226
9
.438
.239
9
.463
.209
9
HOFSTEDE
Power Distance Index
Pearson Correlation
Sig. (2-tailed)
N
.283
.461
9
.053
.892
9
.069
.861
9
-.304
.427
9
1
9
.334
.380
9
-.010
.980
9
.250
.517
9
HOFSTEDE
Individualism
Pearson Correlation
Sig. (2-tailed)
N
-.772**
.015
9
.354
.350
9
.157
.687
9
-.449
.226
9
.334
.380
9
1
9
.186
.631
9
-.340
.370
9
HOFSTEDE
Masculinity
Pearson Correlation
Sig. (2-tailed)
N
-.350
.355
8
.700**
.036
9
.888**
.001
9
.438
.239
9
-.010
.980
9
.186
.631
9
1
9
.230
.552
9
HOFSTEDE
Uncertainty Avoidance Index
Pearson Correlation
Sig. (2-tailed)
N
.382
.311
9
-.002
.996
9
.128
.743
9
.463
.209
9
.250
.517
9
-.340
.370
9
.230
.552
9
1
9
**=Significance at the 0.05 level (p≤ .05)
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4 THE RELATION BETWEEN NEEDS-SUPPLY WORK VALUES, VALUE
FIT , PUBLIC SERVICE ORIENTATION, EMPLOYEE COMMITMENT
AND TURNOVER INTENTIONS
4.1 Introduction needs supply fit and its consequences
There is a significant tradition in cross cultural research to examine the relationship
between values and work attitudes (Durkin & Bennett, 1999; Harding & Hikspoors,
1995; Furåker, 2011). As shown in Figure 2.1, culturally derived values have
influence on the specific cognition and behaviors that employees develop (Hofstede,
1980). But the mentioned literature also suggests that situational variables including
daily work experiences and the quality of relations of the workforce and the
management influence work attitudes. In this chapter we are going to study if
people’s values and attitudes about what people consider to be important in a job
and the extent into which these important issues are met by the employer, influence
the attachment people feels toward their organizations. Work, as pointed out in the
previous chapters, always has an element of exchange (Dluglos & Weirmair, 1981).
In the process of attachment to an organization the content of the exchange
becomes clear. Condition for the attachment of individuals to organizations will often
be the fulfillment of personal needs and ambitions. In other words: does needs-
supply fit have a positive effect on organizational commitment? (Latham, 2007; Taris
& Feij, 2002; Tinsley, 2000). The relation between needs and supply values, and
their effect on organizational commitment and intention to leave will be the central
issue of this chapter. To put this relation into more perspective a explanatory scheme
is presented in figure 4.1.
Fit is the independent variable we are most interested in. In the explanatory
scheme fit can be viewed in box 1 in figure 4.1, and is supposed to have positive
consequences for work outcomes like organizational commitment and turnover
intentions represented in box 4 and 5 of the model. In the course of this chapter this
fit will be related to other important features that can be regarded as alternative
explanatory factors like: job satisfaction (box 2), gender, trade-union membership,
educational level and sector one works in (box 3). This matter will be investigated
and compared across eight western countries, using data from the 2005 International
Social Survey Program (ISSP).
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Figure 4.1 Conceptual model of the relation between several forms of fit and organizational
commitment, as well as intervening variables and personal characteristics
Based upon previous international research by Hult (2003, 2005), Andolšek and
Štebe, (2004), Fischer Belschack and Braun (2002), Norris (2003), Steijn (2008) and
Esser (2005) hypotheses are going to be formed. Preliminary to the matters of needs
and supply and their fit it is going to be investigated what the relation between needs
and supplies is. The theory of the funnel-effect (the needs that have the biggest
demand will have the smallest supply) will be investigated.
As already mentioned in the previous chapters there are two main categories
in work values concerning the emphasis on extrinsic as well as intrinsic needs and
supplies often based on the two factor theory of Herzberg. A category often added
relates to societal values (Rosenberg, 1957). As has been argued in the last chapter
in paragraph 3.2.2.2; Lyons, Duxburry and Higgins, (2007) regard the items “work
that enables you to help others” and “work that enables you make a contribution to
Box 1
Work values
Needs
Supply
Needs-Supply Fit
(Intrinsic
Extrinsic
Societal)
Box 2
Job satisfaction
Combination of needs and
satisfaction
Relations management and
employees
Family to work conflict
Box 3
Personal Characteristics
Age
Gender
Trade-union membership
Bad working conditions
Educational level
Sector one works in
Box 4
Organizational
commitment
Box 5
Intention to leave
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society as societal.” These items, also very easily classified as being altruistic, are
both transcending the individual level (Dawis & Lofquist, 1984; Super, 1970).
Therefore the denotation societal/altruistic will be used in this study. In sum three
Need-Supply kinds of fit will be distinguished. These three kinds of fit are
independent variables and are depicted in box 1 of figure 4.1.
 Extrinsic value fit (high income, job security and opportunities for advancement);
 Intrinsic value fit (interesting work and independent work);
 Societal/altruistic value fit (work that is useful for society and work that enables
you to help other people).
The relation between fit and commitment differs among countries and often is an
indirect one; therefore job satisfaction is introduced as a mediating variable (Hult,
2005) (box 2) influencing the relation between fit and commitment.
There is also a second dependent variable that is closely related to both
commitment and job satisfaction. This second dependent variable is turnover
intention. It is depicted in box 5 of the model. Theory suggest that the fit between the
person and organization (P-O fit) reduces turnover intentions (Arthur et al, 2006).
A group of variables that could supply an alternative explanation are personal
characteristics (box 3): gender, age, educational level, trade-union membership,
family to work conflict, the presence of bad working conditions, and the sector one
works in.
The effect of trade-union membership is being analyzed as having a negative
effect on organizational commitment. The distinction between public and private
sector is being introduced to test if among the people in public service the
relationship between societal/altruistic values and commitment (Steijn, 2008) is
stronger than in the private sector.
4.2 Theory and Hypotheses
4.2.1 In general
In a fast changing complex service economy a committed workforce is an important
asset to an organization. To have a close knit between corporate and individual
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mind-set, has become an issue of some urgency as companies have sought to adapt
their organizational structures in the face of mounting competitive pressures and
increased needs for customer responsiveness. According to Handy (1989) one such
structural shift follows the 'shamrock' principle: This means that the organization
develops a 'core' of a limited number of highly committed workers constituting one
leaf of the shamrock, and a periphery of sub-contractors and part-time, flexible
workers making up the other two leaves. The reduced core company has to be highly
productive and competitive (Harding & Hikspoors, 1995). In order to achieve this
management has to rely on a highly skilled and committed workforce which needs
have to be adequately met. Continuous restructuring and reorganizing does not
make the maintenance of needs and supply-fit any easier. Research has shown that
congruence of work values in general and that between the preferences of the
employee and the supply of these features by the employer in particular correlates
significantly with such job outcomes as: commitment, individual productivity, job
satisfaction (Mottaz, 1988; O’Reilly et al., 1991; Taris & Feij, 2001; Erdogan, Kraimer
& Liden, 2004; Hult, 2004).
The needs-supply discussion is part of a more comprehensive set of theories
and research in work values. As pointed out in chapter 1 and figure 1.1 of that
chapter needs-supply fit is part of person environment fit (P-O fit). The relation
between needs-supply fit and commitment is motivated as follows (referring to the
introductory chapter): an individual attaches himself/herself to an organization in
return for money and the expectation that it can use his/her knowledge, skills and
abilities (KSA in figure 4.2), and develop his/her talents and realize his/her goals.
Looking at this from an exchange perspective many authors suggest that
organizational commitment is largely a function of work values and work rewards
(Mottaz, 1988; Oliver, 1990; Putti, Aryee, & Liang, 1989).
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In fact, according to Kristof-Brown et al. (2005) and others (Steijn, 2008), the basic
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extended meta-analysis Kristof-Brown (p. 281) define the concept of person-
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That occurs when their characteristics are well matched.” A complimentary fit
describes the situation, where individual skills are met by environmental needs
Needs:
Resources
time
effort
commitment
experience
KSAs
task
interpersonal
Needs:
Resources
financial
physical
psychological
Opportunities
task-related
interpersonal
Supplies:
Resources
financial
physical
psychological
Opportunities
task-related
interpersonal
Supplies:
Resources
time
effort
experience
KSAs
task
interpersonal
144
(“demands-abilities fit”) or when individual needs are met by environmental supplies
(“needs-supplies fit”). The latter fit refers to the fit between individual work values and
job characteristics or perceived rewards (Hult, 2005). It is this last type of fit that is
central in this chapter. We will pay special attention to the consequences of fit for
commitment, satisfaction and employee retention. This because of the most
important influence on success of an organization is to have a highly motivated and
committed workforce that wants to stay with the company.
This study extends the previous research on the relationship between need
and supply value fit and work outcomes by examining five issues that have not been
extensively addressed.
First this study examines the so-called funnel effect that relates to the
interrelation between needs and supplies and the consequences for fit. A separate
analysis will be made of the funnel-effect for people employed in the public sector.
A second issue is the combination of needs and job satisfaction in four
typologies and its effect on organizational commitment.
A third issue is the supposed mediation of job satisfaction in the relation
between fit and commitment and its difference between countries.
Fourthly this study examines the form of the relationships of three different
dimensions of needs and supplies fit (i.e. intrinsic work aspects, extrinsic work
aspects, and societal aspects at work) with commitment, job satisfaction and
intention to leave (Taris &Feij, 2001).
A fifth and last issue is the value fit of people employed in the public sector.
According to recent research in the Netherlands (Steijn, 2008) the relationship
between societal values and commitment would be particularly visible with those
employed in the public sector.
4.2.2 Funnel effect
In a German study Klages et al. (1994) confronted the needs with the extent to which
they were realized. This was done by drawing two lines as in figure 4.3 (from
Fischer,Brauns & Belschak, 2002).
The topline represents the demand of the particular aspects and the
bottomline represent the supply of that aspect in the actual working situation. In an
ideal world the lines would be one but since this is not the case the lines differ. In his
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research Klages et al. found some interesting phenomena: it were the aspects that
were hardly present in the working situation that the respondents rated as important.
This is clearly visible when the demand and supply lines are studied, the image looks
like a funnel. One can clearly see that on the first item on the left, that is phrased “ist
sinnvoll” (is meaningful), there is a big discrepancy between needs and supply.
A similar pattern can be found at the third item on the left that is phrased
“macht Spass” (you can enjoy). If we have a look at all items the two lines show
basically a pattern of a funnel where on the one hand the need items and the supply
items are contrasted. Two big gaps can be found on two extrinsic items. One is the
item on career possibilities (Aufstiegsmöglichkeiten) that is positioned on the 6th
position from the right. The other is on equitable pay (Gerecht bezahlt) that is
positioned on the 10th position from the left.
A second problem that Klages et al. (1994) addressed was the nature of the
values. In his view it were the intrinsic values, that according to Maslow were at the
top of the needs hierarchy, that were not being satisfied and had a high demand and
a low supply. The idea that the funnel begins with a big gap on intrinsic values is, as
shown in figure 4.3, to an important extent confirmed by Klages’ et al. findings.
4.2.2.1 Fischer’s contribution
Fischer et al (2002) tested the idea of a funnel effect on a sample of 1061 civil
servants in the eastern part of Germany. They made a distinction between extrinsic
and intrinsic values. The results are displayed in figure 4.4. At the left hand side the
intrinsic values are displayed and the extrinsic on the right.
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Figure 4.3 Klages funnel effect (Fischer, Brauns and Belschak p. 191)
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Figure 4.4 Fisher’s findings on the funnel effect (Fischer, Brauns & Belschak 2002 p. 192)
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Fischer found as he stated “an inverted funnel effect”, where the gap is high where
importance is low. Not the intrinsic values but the extrinsic ones show the biggest
gap. In particular we can see that the gap is great in the case of objective career
opportunities.
In both studies from Klages and Fischer (figure 4.3 and 4.4) career
opportunities show a considerable gap between needs and supplies. Looking at his
results in general, Fischer concludes that the lowest gap can be found in intrinsic
values in particular the meaningfulness of work and the independence of work.
According to Fischer intrinsic needs match reality better and show a high fit (Fischer
et al., 2002 p. 182). This in contrast to extrinsic features. Fischer argues from the
attribution theory that people tend to be ‘particularly unsatisfied with those aspects for
which they aren’t’ responsible or are beyond their control (Herzberg, 1959,1966;
Fischer, 1989).
In other words the only subset where there is a gap between demand and
supply is the set of extrinsic values. The generalization of the results is limited to civil
servants in Germany. We are expanding this and want to test this over 8 countries.
We are going to embark on Fischer’s distinction between intrinsic and extrinsic
values and add a third group: the societal/altruistic values. The last set
(societal/altruistic values) have according to Fischer similarities to intrinsic values
because lack of fit cannot be attributed to external circumstances therefore no funnel
effect is expected with this group.
Therefore our first research question will be: Will there be a so-called ‘funnel
effect’ over 8 countries and will the gap between needs and supplies be larger on
extrinsic features as on intrinsic and societal/altruistic values?
4.2.2.2 Funnel and gaps in public service
The research by Fischer et al worked with a sample of civil servants. We have to
realize that in the case of civil servants the preferences and perceived supplies will
be different from people working for private companies. An answer can be found in
the work of Norris (2003).
Norris investigated the needs and supply values of people interested in the
civil service over many countries and contrasted them to people working for private
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companies. One of her conclusions is: “The largest gaps for both the public and
private sectors were in job security, income, interest, and promotion prospects: in all
these areas experience fell well behind how far these were valued. But the gaps
were fairly similar both for people working in government and for business. On other
qualities of work, there was a closer match between expectations and experience,
but the public sector prove especially satisfied in experiencing work that contributed
towards society or helped other people, far more so than the private sector” (Norris,
2003 p. 11).
Therefore our first hypothesis will be :
Hypothesis 1: Among people employed in or interested in the public service the gap
between demand and supply will be smaller when the societal
values: helping other people and contributing to society are
concerned.
4.2.3 Job satisfaction, commitment and fit
If one studies the relationship between fit and commitment one cannot disregard job
satisfaction. A widely used definition of job satisfaction is ‘the affective orientation
that an employee has towards his or her work’ (Price, 2001). Job satisfaction is being
regarded as an important predictor for commitment. The relation between job
satisfaction and commitment is studied frequently. More seldom is the study on the
relation between the combination of satisfaction and importance of certain features,
and organizational commitment.
This is more interesting because job satisfaction on itself does not
differentiate. The reason is the following: “An aspect of all surveys concerning job
satisfaction is the high number of satisfied respondents. Currently and in the past the
high rate of survey studies on satisfaction levels which find a large proportion of
satisfied respondents (ranging from about 60 to 80%) blue collar workers as well as
employees” (Bussing et al., 1999, p. 1000). These results seem to be widespread,
internationally and across industries. As mentioned by Fischer et al. (2002) social
desirable answers can be an important cause for these phenomena. Therefore a
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combination of job satisfaction with the perceived importance of an item is supposed
to give better information.
This is simplified version of the so-called “Zurich model” that could be
reconstructed with different measurements (Fischer & Lück, 1972; Bruggemann et
al., 1975; Neuberger, 1976; Hackman & Oldham, 1975; Fischer & Eufinger, 1991).
The graphical representation is in table 4.1. Basically this model matches job
satisfaction with importance that people attach to the different aspects of the job.
 People with high needs and high satisfaction are labeled as type 1. This
combination comes close to what the Zürich model calls progressive satisfaction;
 People with low needs and high satisfaction are being labeled as type 2. That
comes close to the Zürich model’s typology of resigned satisfaction;
 People with high needs and low satisfaction are being labeled type 3. Zürich
model‘s typology as having non-resigned dissatisfaction;
 People with low demands and low satisfaction are being labeled as type 4. In “the
Zürich model” typology having resigned dissatisfaction.
The difference with the operationalization of Fischer et al is that the satisfaction
measured is in general and does not apply to specific aspect.
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Table 4.1 Typology of satisfaction and importance of job features
Satisfaction
High Low
Im
po
rta
nc
e
High Type 1 Type 3
Low Type 2 Type 4
Our second research question will be: Will people with high needs and high
satisfaction will have the higher scores on organizational commitment than people
with low needs and low importance over 8 countries?
4.2.4 Needs –supply fit and commitment
One of the dependent variables is organizational commitment. The most widely
accepted definition of organizational commitment (Tumulty et al., 1995) is that
suggested by Mowday et al. (1979) as ‘the relative strength of an individual’s linkage
to the organization’. The concept of organizational commitment is often taken to refer
to a combination of three different attitudinal elements among employees: a)
identification with the values and goals of the employing organization; b) readiness to
exert effort to help the employing organization succeed; and c) willingness to remain
with the employer (Furåker, 2011; Porter, Mowday & Steers, 1974). Hult (2005)
investigated the effect of supply values on commitment. He reports a strong
correlation between the supply of interesting work and commitment even with control
for job satisfaction (Hult, 2005). The second biggest effect he found was between
supply of independent work and commitment. Interesting work and independent work
are intrinsic values. We expect that needs-supply fit on intrinsic values will have a
stronger effect on organizational commitment than extrinsic and societal/altruistic fit.
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Therefore we hypothesize:
Hypothesis 2: The needs-supply fit of intrinsic values will have a stronger effect on
organizational commitment than the extrinsic or societal fit.
4.2.5 Mediation of job satisfaction
Job satisfaction will, in line with earlier research (Mottaz, 1987), be viewed as a
mediating variable between Needs-Supply fit and commitment. Research showed
that satisfaction and commitment are interrelated (Six & Felfe in Fischer, 2005).
However the issue of the causal order still is an issue of scientific discussion. Does
satisfaction lead to organizational commitment or organizational commitment to
satisfaction?
According to Kahneman (2003) this is a matter of accessibility and intuitive
versus reasonable thinking. In surveys in general and surveys on happiness and
experience in particular it is the intuitive thinking that is particularly referred to (cf the
discussion if living in California makes people happy (Shkade & Kahneman, 1999)).
We expect that satisfaction as a self-evaluation will be more easily accessible to the
cognitive system than an evaluation in terms of commitment. Given this assumption it
is likely that a more distal and complex concept as commitment will explain a part of
the variance of satisfaction. As far a causal order is concerned it can work on two
sides however one has to realize that e.g. people working in coalmines can be very
committed to their profession although there is hardly a coal mine left and their
emotional state of mind would be one of despair. The latter illustrating that the
concept of commitment as a state of mind is much harder accessible than an
emotion as dissatisfaction.
There are more studies about the relation between job satisfaction and
commitment that imply a direction of satisfaction preceding commitment (Currivan,
1999; Meyer et al, 1996; Felfe & Six in Fischer (ed), 2005). Currivan (1999) argues:
”The dominant view in the literature assumes satisfaction causes commitment”
(Lincoln & Kalleberg, 1985, 1990; Mowday et al., 1982; Mueller et al., 1994; Price &
Mueller, 1986; Wallace, 1995). If the position is taken that this is the case one
assumes that the attitudes toward work precede organizational commitment. This
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assumption is also the one that is the basis of this chapter. This raises the question if
job satisfaction mediates the relation between fit and organizational commitment. Tett
& Meier (1993) did not find mediation of job satisfaction confirmed although other
studies (Bluedorn 1982; Iverson, 1992; Lincoln; Lincoln; Mowday; Price & Mueller
1986; Wallace, 1995. Williams (1986) did find mediating effect.
When job satisfaction mediates this implies that there will be a weak or
insignificant relation between fit and commitment when job satisfaction is partialled
out (or controlled).
Hypothesis 3: The effect of fit on commitment will be (partly) mediated by job
satisfaction.
4.2.6 Needs-Supply fit and turnover intentions
In a flexible economy with less job security a certain turnover intention is a necessity.
However a high turnover is regarded as negative on the “HR-scorecard” (Roos et al,
2004). Turnover (or intent to stay) is one of the most widely studied outcomes of both
satisfaction and commitment, based on a connection researchers make between
employee attitudes and behaviors (Currivan, 1999 p. 497). If this applies to
commitment and satisfaction, the question is justified if turnover can also be regarded
as an outcome of a lack of needs-supply fit. In other words. Would a lack of needs-
supplies fit lead to turnover intentions? Cable & DeRue (2002) sought to demonstrate
that different approaches to person-job fit (both needs-supply and demand-abilities),
in addition to person-organization fit, were necessary to properly understand the
relationship of PE fit with various outcomes such as turnover and job satisfaction.
In their meta analysis Kristof Brown et al., showed that needs-supply fit has a
stronger negative effect on intention to quit than demands ability fit. Recently Tak
(Tak 2010) investigated the relation of Person-Job fit ( that encompasses needs
supply fit and demands ability fit) and turnover and turnover intentions. He found a
correlation of -44 between Person Job fit and intention to leave.
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This leads us to the following hypothesis:
Hypothesis 4: Needs-Supply fit will reduce the turnover intention.
4.2.7 Union membership
When studying the relationship between trade-union membership and organizational
commitment one has to realize that unions are there to safeguard the interests of
their members and that companies main goals is profit maximizing. These two goals
do not have to be consistent and therefore the relationship between union
membership and organizational commitment depends upon the perception of
“consensual character of the Employment Relations in a country.”
In the study of Mesner-Andolsek et al (2004) trade-union membership was
used as a predictor for organizational commitment in countries with a consensual
system of industrial relations. In their argumentation Mesner-Andolsek and Stebe
follow Reed and McHugh (Reed et al., 1994) who found that there was an average
correlation in all studies of .36 between trade-union commitment and organizational
commitment (Reed et al, 1994 p. 1281). This effect was much stronger in countries
with consensual industrial relations in comparison with countries that have
adversarial or conflicting industrial relations (Mesner-Andolsek & Stebe, 2004). Other
authors also found some evidence for the positive role of the trade-unions (Kim &
Rowley, 2005). For instance Purcell (1954) discovered 73 per cent of employees
(within a sample of 192 union members at a single plant) showed positive attitudes
towards both union and company, while only 11 per cent held negative or neutral
attitudes towards both (Kim & Rowley, 2005). In this regard the role of trade unions is
seen as a predictor of commitment.
Hypothesis 5: Membership in a trade union has a positive influence on
organizational commitment in countries with consensual industrial
relations.
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4.2.8 Family to work conflict and commitment
On the organization front, family to work conflict has been associated with
absenteeism, turnover, reduced performance, and lower organizational commitment
(Boles, Johnson, & Hair, 1997; Bond, Galinsky, & Swanberg, 1998; Kossek & Ozeki,
1998; Thompson, Beauvais, & Lyness, 1999). One possible explanation of the
negative effects of family to work conflict on people’s work attitudes and behaviors is
provided by exchange theory (Homans, 1961; Blau, 1964). It argues that the concept
of commitment is reciprocal. Therefore it is not only the commitment from the
employee to the company that counts but also the perception of employees that the
company is also committed to them.
Built on the principle of reciprocity, exchange theory takes the position that
individuals will “give back” what they perceive to have received (or fail to have
received) from the other party in the relationship. Thus, the greater the family to work
conflict, the greater the possibility that employees conclude that the organization is
not treating them well (by contributing to their experience of family to work conflict).
As a result, individuals may reciprocate their perceived lack of understanding of there
problems by becoming less committed to their employers. The reduction of
commitment may be manifested in various ways, for example, in increased
absenteeism and turnover and reduced effort and performance (Mowday, Porter, &
Steers, 1982; Siegel et al, 2005). Fit is at its turn also related to family to work
conflict. Kreiner (2006) has the following thoughts about this: “The P-E fit tradition,
insufficient supplies represent unfulfilled needs, which creates tension, negative
affect, and conflict (Edwards & Rothbard, 1999). Following the basic tenets of P-E fit
theory, then, and applying it to work-home dynamics, we can say that workplace
supplies of the desired level of segmentation or integration can help ameliorate work
to family conflict.” Therefore we might conclude that the positive effect that needs-
supply fit has on commitment can be reduced by family to work conflict that in itself
represents a lack of fit of desired separation of work and private life. It is likely that
family to work conflict will intervene between fit and commitment. Further we expect
that family to work conflict, as an independent variable will have a negative effect on
organizational commitment.
This means that we expect to find a negative effect of family to work conflict on
commitment and that family to work conflict will be an intermediate variable in the
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relation between needs-supply fit and commitment. Family to work conflict will
therefore be included in the model as an intervening variable and for the direct effect
we hypothesize.
Hypothesis 6 Family to work conflict will have a negative effect on commitment.
4.2.9 Societal fit, commitment and public sector workers
In the section 4.2.2.2 of this chapter we discussed the work of Norris and the different
nature and the gaps in needs and supplies of the public sector workers.
When studying the public sector with regard to work values there is a set of
theories that looks at values from the perspective of the motivation they can form for
public service. A key concept is this regard is the so-called Public Service Motivation
(PSM), Rainey and Steinbauer (1999 p. 23) define it as: ‘a general altruistic
motivation to serve the interests of a community of people, a state, a nation or
humankind’. Moynihan and Pandey (2007) state: “When public administration
scholarship has tested the role of individual values on bureaucratic behavior, it has
often done so in terms of the public service motivation” (PSM) of individuals or has
looked at the attractiveness of organizational values contrasted to task-motivation
and mission motivation (Vandenabeele, Hondeghem, Maesschalck & Depré, 2004). It
was Steijn (2008) who first made the connection of needs supply fit and public
service. He studied the relationship between PSM fit and leaving intention. As has
been argued in chapter 3 besides the extrinsic and intrinsic motivation there is, a
motivation based on altruistic orientations that enable people to orient themselves in
their work effort not on material or growth goals but on goals like: being useful for
society and helping behavior.
The mechanism, according to Steijn, works the following way: a relationship
can be assumed between the fit (or lack of) between the public workers’ PSM and
this need’s satisfaction, on the one hand, and, on the other hand, worker attitudes
and behavioral outcomes. In fact, in a recent study, Moynihan and Pandey (1997 p.
44) indicated the importance of this type of fit by their following remark: ‘Members
who joined the organization with strong commitment to public service may find
increasingly frustrated as time passes, as their hopes to contribute are dashed’.
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Following the argumentation of Lyons et al. the distinction intrinsic, extrinsic and
social/ altruistic work values is important in this respect and the societal/altruistic
values are a good measure for needs that are typical for public service motivation.
Steijn used the item: ”doing work that is useful for society” as an operationalizaion of
PSM. Here he coincides with Norris who used the same item. However she added
helping other people. One of Steijn’s hypotheses was Public Sector Workers whose
needs for PSM are met by their organization will have greater job satisfaction and
lower intention to change job than those whose PSM needs are not met (Steijn, 2008
p. 18). If the argument is correct that it are the “altruistic values” that form the
motivation for public service than the kind of fit that we defined as societal fit in
section 4.3.1 would be a stronger predictor of organizational commitment for public
service employees than for private sector employees.
A second aspect that has subject to research is the relation of public service
and organizational commitment. There is a widely believed assumption that
organizational commitment is lower with those employees who work in the public
sector than their counterparts in private business. Lyons Duxburry and Higgins (2006
p. 10) researched this and found this to be correct. However their study was limited
to a US sample. In this research we can test this idea for a population of European
countries the US and New Zealand. Therefore we hypothesize:
Hypothesis 7: Organizational commitment is lower among those employees who
work in the public sector.
Hypothesis 8: Societal fit is a stronger predictor of organizational commitment for
public service employees than for private sector employees.
4.3 Data, Methodology and measures
4.3.1 Chosen countries, their workplaces and previous research
One of the criteria used when choosing the countries and measures is that of
comparability. In order to give more perspective to the results and make a correct
comparison the choice has been made to use the same datasources that have been
used in previous research. Since Hult (2002, 2005), Andolsek and Stebe (2004) and
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some others used the ISSP data it makes sense to use data from this project. There
are three main studies from the ISSP project on the data of 1997 that are relevant for
the current study.
These are:
“Organizational Commitment and P-E Fit in Six Western Countries” (Hult, 2005).
In which he researched the P-E fit-commitment relation based on the 1997 data).
“Organizational Commitment and conflicting values: the impact of systems of norms
in six western countries” (Hult et al, 2002). In which organizational commitment is
related to norms and values of groups in society that are not compatible with the
technical economic system.
Multinational perspectives on work values and commitment (Andolšek & Štebe,
2004). In which they try to find antecedents for Affective and Continues commitment.
All studies mentioned were based on the 1997 data from ISSP.
Referring to the previous chapter the production regime framework offers
some interesting aspects for comparison. We have four countries with coordinated
market regime characteristics (Norway, Sweden, Germany and the Netherlands) as
well as four with Liberal Market characteristics (the US, New Zealand, the UK and
Ireland). Six from these countries were also in the study of Hult of 2005 which
enables some global comparison with that study.
Therefore the total of countries survey divided into production regimes looks
as follows: Sweden, Norway, Germany, the Netherlands (western Coordinated
Market Regimes that are skill oriented), Great Britain, New Zealand and the United
States and Ireland (Liberal Market Regimes that are rule oriented). These countries
were selected for two reasons.
They are all western industrialized countries this implicates that in most cases
differences have to be understood and interpreted in nuances rather than as sharp
contrasts. Their cultural differences are not problematically difficult to deal with when
interpreting the way questions could be conceptualized and answered.
Despite all similarities, the countries still display some interesting differences.
New Zealand and the US are non-European countries, which among other things
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indicate a different institutional surrounding on work and workplaces. It are these
differences in particular that we are dealing with in this chapter.
4.3.2 Data, Methodology and measures
In chapter 1 there was a comprehensive and motivated choice for the ISSP data of
2005.
In this part there will be a closer look on the measurement of funnel effect,
Organizational Commitment, Needs-Supply fit and bad conditions. Other
operationalizations can be found in the Appendices.
4.3.2.1 Funnel effect
In research question 1 the issue of the funnel effect was raised. When a funnel is the
subject one has to realize that the order of the categories and the order of the items
are very important. Hence one could make a funnel of every data when the order of
issues and options were arbitrary. Therefore we need objective criteria. Both Klages
and Fischer used Maslow. First they mentioned extrinsic and followed by intrinsic
because intrinsic features are higher on the Maslow hierarchy than extrinsic ones.
We had a third category in the societal/altruistic values. We argued in a previous
section that the societal/altruistic values were transcending the individual level and
therefore they should be ordered last. So we have the category order: extrinsic,
intrinsic and societal/altruistic. The items in each category are ordered by the factor
loadings of the factor analysis that will be displayed in Table 4.6.
4.3.2.2 Commitment and needs-supply fit
We conducted the operationalization of commitment and fit in four steps:
Step 1. Commitment.
On basis of the 2005 ISSP questionnaire a measure for Organizational Commitment
was created. Theoretical background was the so called “Porter scale” (1974). This
scale is widely used in behavioral sciences and has good psychometric properties
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(Jamal & Badawi, 1995). According to Furåker (2011) there are three elements that
count. Those are:
 I am proud to be working for my firm or organization;
 I am willing to work harder than I have to in order to help the firm or organization I
work for succeed;
 I would turn down another job that offered quite a bit more pay in order to stay
with this organization.
We recoded the questions so that each item can vary between (0) strongly disagree
and (4) strongly agree with the statement. Organizational commitment is a sum of
these three items, which as an index can vary between 0 and 12. In order to increase
interpretability, the index is divided by its maximum value and multiplied by 100 (Hult,
2005).
Step 2. Needs-supply fit.
For this operationalization we broadly follow the operationalization that was
conducted by Hult (2005) for his study. As indicated in this chapter there is a
distinction made between intrinsic, values, extrinsic values and societal values (see
table 4.2).
Table 4.2 Values as asked related to extrinsic, intrinsic and societal
Values as asked in ISSP Extrinsic Intrinsic Societal
V11 Job security X
V12 High income X
V13 Good opportunities for advancement X
V14 Interestingwork X
V15 Independent work X
V16 Being able to help other people X
V17 Being useful for society X
Each of these items was asked twice:
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In the first 7 questions about these subjects the question was asked how important
they were for the respondents personally.
In a second round exactly the same items were asked but the question was asked to
what extent the respondent’s job met these criteria. So for example v11 was phrased:
My job is secure.
So there are going to be three categories: Extrinsic (with questions about job
security, high pay (V11-V13), Intrinsic with questions about interesting work and
independent work V14 and V15) and Societal with questions on being useful for
society and being able to help other people (V16 and V17).
To confirm this threefold categorization a factor analysis will be conducted.
When it comes to needs; the items in table 4.2 initially vary between (1) very
important, (2) important, (3) neither important nor unimportant, (4) not particularly
important and (5) not important at all. When it comes to the supplies respondents
could agree or disagree if the item was present in their current working situation and
had the choice between (1) strongly agree, (2) agree, (3) neither agree nor disagree,
(4) disagree and (5) strongly disagree (regarding whether the feature is supplied).
We recoded both supply and demand into 3 categories; high, medium and low,
putting together strongly agree and agree, becoming high neither agree or disagree
becoming medium and disagree and strongly disagree becoming low.
Step 3. Fit.
In this step again we follow the operationalization of Hult (2005). Basically when need
and supply were the same (important/important) there was a perfect fit. When needs
were lower than supply there was oversupply, when the needs were higher than the
supplies there is undersupply. Because fit was measured on three levels there are
three kinds of perfect fit.
When connecting demand and supply, the different types of perfect fit (high,
medium and low) were obvious. ‘Under-supplied’ was coded so that medium and low
supply are conceived as under-supply in combination with high need, and low supply
is conceived as under-supply in combination with medium need. In all other cases
there is either undersupply (combinations high need and low supply) or oversupply
combinations (higher supply and lower need).
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Step 4. Reducing the forms of fit.
The measure of fit will be reduced to fit-undersupply and oversupply-undersupply
implying that in the subsequent regression analyses undersupply is the reference
category.
4.3.2.3 Turnover intentions
The dependent variable: “Turnover intention” was operationalized in the same way as
in the study of Sousa-Poza and Henneberger (2003) and was based on the following
question: “All in all, how likely is it that you will try to find a job with another firm or
organization within the next 12 months.” Four possible responses were: “very likely”,
“likely”, “unlikely” and “very unlikely. ”
4.3.2.4 Other operationalizations
Typology of four types similar to Bruggeman
The operationalization of this typology has been described in section 4.2.3. of this
chapter.
Bad working conditions:
This operationalization was derived from Andolsek and Stebe(2004) and was
composed of the following items:
How often:
. . . do you come home from work exhausted?
Always [1], Often [2], Sometimes [3], Hardly ever [4], Never [5]
+
. . . do you have to do hard physical work?
Always [1], Often [2], Sometimes [3], Hardly ever [4], Never [5]
+
. . . do you work in dangerous conditions?
Always [1], Often [2], Sometimes [3], Hardly ever [4], Never [5]
The maximum score is 15. In order to increase interpretability; the index is divided by
its maximum value and multiplied by 100.
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The measurement of the other variables is illustrated in appendix 4.A.
4.4 Results
4.4.1 Overall description
The results on country differences in organizational commitment are shown in table
4.3. Working from the 1997 data base Hult (2005) found the highest scores on
commitment in the United States and the lowest in Sweden.
In our research based on the 2005 data we find the highest score of the US
and the lowest for Sweden. The USA are followed very closely by Ireland with some
distance by Germany New Zealand and Britain. Because New Zealand was in the
Hult study as well one could conclude that organizational commitment in New
Zealand dropped. Also the conclusion can be drawn that it stabilized in the US.
Trying to explain these scores we have to rely on the institutional
characteristics of countries. Where Hult thought it might have been the skill
orientation of the Coordinated Market Economies with as typical representatives the
Scandinavian countries that fostered organizational commitment and the rule
orientation of the Liberal Market Regimes showing less commitment. Results of this
study indicate that it appears to be just the other way around with one exception
Germany. We will discuss this in the last part of this chapter. This is confirmed by
analyzing Ireland that can be regarded as a Liberal Market Economy (Soskice,
2005). Further a comment has to be made about the methodology. The results in
table 4.3 seem to be quite self evident however to see if there are real international
differences one has to conduct a Tukey test as has been done in table 4.5.
Table 4.3 Score on organizational commitment
US GB NZ GW GE NW SE NL IRL
Organizational commitment (means) 66.60 59.20 60.70 60.30 60.50 58.70 50.80 58.20 65.30
Standard deviation 20.40 18.60 19.10 18.60 19.10 18.70 18.90 17.40 20.67
Cronbach’s alpha .69 .69 .72 .65 .62 .64 .66 .65 .70
N 1007 453 831 279 536 941 771 555 539
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Table 4.4 Tukey test on means of Organizational commitment in the United States, Great Britain,
New Zealand, Germany, Norway, Sweden, the Netherlands and Ireland
Country N Subset
1 2 3
SE 765 50.83
NL 549 58.12
NO 931 58.67
GB 453 59.23
GE 277 60.26
GW 536 60.61
NZ 818 60.81
IE 501 65.42
US 1005 66.58
Sig. 1.00 .64 .98
The Tukey test shows that countries can be divided in 3 clusters. First of all Sweden
with the commitment of around 50%, secondly a group of 5 countries with a
commitment between 58 and 60 percent (Norway, Great Britain Germany and New
Zealand). The highest commitment scores can be found under cluster three where
Ireland and the US scores of 65% and 66% can be found. With regard to the theory
this distinction does not coincide with the Anglo-Saxon and Rhineland distinction.
However the only country from the Anglo-Saxon block that does not score in line with
the theory is Great Britain.
The score of Sweden (table 4.4) can be regarded as an outlier. It shows an
extreme low value for organizational commitment. If we have a closer look at this
result the Swedes have a significant lower score on two of the three items that are:
willingness to work harder than necessary and willingness to stay with the company
despite a slightly more pay elsewhere. For both items the Tukey test showed
Sweden as a separate cluster. These findings confirm earlier research by Svallfors
and Hult (Svallfors & Hult, 2003 p. 322) One might conclude that perhaps the
Swedes experience submission to organizational goals as inappropriate.
4.4.2 Funnel effect and gaps
The work values can be divided into three categories. Table 4.6 depicts an
explanation of the structure of the values and their division into three facets.
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Table 4.5 Dimensions of Work Features in the United States, Great Britain, New Zealand,
Germany, Norway and Sweden, the Netherlands and Ireland
Factor Societal Extrinsic Intrinsic
Job security .23 .69** -.17
High income -.08 .80** .15
Good advancement .14 .69** .29
Interesting work .14 .13 .78**
Independent work .15 .04 .79**
Being able to help other people .87** .07 .20
Being useful to society .88** .12 .12
Eigenvalue R2 (%) 2.77 1.20 .87
Principal components analysis (varimax rotation). Factor loadings (>0.4 bold)
**=Significance at the 0.05 level (p≤ .05) 
In the research, question one, the issues of the funnel effect and the gaps was
raised. Klages hypothesized and found an effect that where the demand was high
(especially on intrinsic values) the supply was low. Fischer found just the opposite
pattern (big demand, big supply) and did notice a considerable gap only for extrinsic
values.
As has been mentioned earlier (paragraph 4.3.2.1 Funnel effect) the order of
the items is first extrinsic (high income, opportunities for advancement, job security).
After the extrinsic items the intrinsic are mentioned, with the same criteria. The
societal/altruistic items are listed last because self transcendence and altruism
compared to intrinsic are of a higher order. Figure 4.5 shows the results.
166
Figure 4.5 Supply and demand in 8 countries in the current research
It is clear that there is no funnel effect, in the sense of Klages, visible in these results.
However the findings of Fischer are being confirmed. This means that the extrinsic
job features show the biggest gap between need and supply and that the intrinsic
demands show a good fit to reality.
The biggest gaps are shown in the questions about income and opportunities
for advancement. Also on the item of job security there is a considerable gap
between need and supply. The job security aspect shows to be important for people
(demand >4) therefore the funnel effect particularly applies to this aspect. The items
of a more intrinsic or societal nature have no or a much lesser gap. Concluding one
could say extrinsic items show the biggest gap. This confirms both Fischer’s and
Klages’ findings. The difference is that there is less of a gap with the item of
independence and of the work being useful for society (Klages). In the Klages study
and in the current one the gap between supply and demand of interesting work is
visible. For fit this means that a high extent of fit is hard to achieve in extrinsic values
and much easier when intrinsic values are concerned. One could argue that fit, in
particular in the extrinsic items, would result in a higher commitment. An answer to
this shall be provided in section 4.4.4.
2.0
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In hypothesis 1 it was expected that people employed in or interested in public
service perceived less of a gap in “societal values”: helping other people and
contribute to society. The results are shown in figures 4.6 and 4.7.
Figure 4.6 Funnel and gaps in private sector
Figure 4.7 Gap and funnel in public sector
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Figures 4.6 and 4.7 show an interesting picture. Figure 4.6 for private companies
employees resembles the total line shown in figure 4.5. The interesting differences
are shown in figure 4.7. When we look at figure 4.7, where the societal/altruistic items
are concerned, we see the supply line being above the demand line (in fact an
inverted funnel) while in figure 4.6 for private companies this was the other way
around. This basically confirm the findings of Norris, who with her research in a great
number of countries, found that concerning the items: “job that is useful for society”
and “a job that enables you to help other people.” The actual supplies(job
experiences) exceeded the demands (Norris 2003 page 16) In the current research
with a smaller range of comparable countries (excluding the Asian and central
European countries) the same pattern is shown. Another interesting difference is on
the item of having an interesting job the gap between demand and supply is
significantly smaller in the case of the public sector employees. Therefore the main
differences in public and private employees lies in the societal items and the item of
having an interesting job.
4.4.3 Simplified Bruggemann typology and commitment
Tables 4.6, 4.7 and 4.8 display the results for research question 2: Will people with
high needs and high satisfaction will have the higher scores on organizational
commitment than people with low needs and low importance over 8 countries?
Results are shown in table 4.6.
Table 4.6 Means for commitment for four types of job satisfaction on extrinsic work values in 8
countries
Commitment N
Type 1 72.14 644
Type 2 69.49 1709
Type 3 52.63 693
Type 4 51.09 2025
P value= .00 Eta= .47
We conducted a Sheffe test on types 1 and 2 as well as 3 and 4 showed a significant
difference between types 1 and 2 but no significant difference between 3 and 4.
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The pattern of the results is very similar for the three types of work values. The
biggest differences are those between satisfaction and dissatisfaction. Type 1
satisfaction scores higher on commitment than type 2 satisfaction. Type 3
satisfaction scores higher on commitment than type 4 satisfaction. Only Sweden
shows a different pattern for all three kinds of values and that is that type 4
satisfaction scores higher than type 3 satisfaction.
Table 4.7 Means for commitment for four types of job satisfaction on intrinsic work values in 8
countries
Commitment N
Type 1 71.80 1593
Type 2 67.43 956
Type 3 53.08 1543
Type 4 51.03 430
P value= .00 Eta= .47
A Sheffe test was conducted and showed that the differences between type 1 and 2
as well as type 3 and type 4 were all significant.
Table 4.8 Means for commitment for four types of job satisfaction on societal work values in 8
countries
Commitment N
Type 1 73.90 969
Type 2 67.89 956
Type 3 54.99 844
Type 4 50.90 2025
P value= .00 Eta= .48
A Sheffe test showed that the types 1 and 2 and 3 and 4 differ significantly.
In general one could argue that the subdivisions in types of satisfaction combined
with importance leads to differences in commitment where high importance and high
satisfaction in all types of fit lead to higher commitment. Therefore research question
2 is answered. Only extrinsic fit with low satisfaction does not lead to significant
differences in commitment. In general one could argue that commitment is primarily
being influenced by satisfaction and secondarily by the strength of people's needs.
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4.4.4 Fit in all countries
Table 4.9, 4.10 and 4.11 show the effect of all kinds of fit on commitment. The means
of commitment differ significantly for each form of fit.
Table 4.9 Means for commitment for extrinsic fit for 8 countries
Commitment N
Oversupply 68.50 208
Perfect fit high 78.31 108
Perfect fit medium 66.28 716
Perfect fit low 58.22 687
Undersupply 52.25 2994
P value= .00 Eta= .24
Table 4.10 Means for commitment for intrinsic fit for 8 countries
Commitment N
Oversupply 64.36 595
Perfect fit high 70.51 1349
Perfect fit medium 60.62 885
Perfect fit low 48.95 311
Undersupplied 54.02 2016
P value =.00 Eta=.37
Table 4.11 Means for commitment for societal fit for 8 countries
Commitment N
Oversupply 60.03 881
Perfect fit high 68.36 989
Perfect fit medium 60.32 881
Perfect fit low 55.45 1167
Undersupplied 57.82 1321
P value = .00 Eta = .22
The tables 4.12 and 4.13 show regressions for commitment on 3 types of fit and
thereby hypothesis 2 is answered. There is a clear tendency that perfect fit high has
the strongest effect on organizational commitment even more than oversupply. One
fundamental comment on these tables has to be made. It is remarkable that even
with undersupply or low fit the commitment scores for every kind of fit, except for
intrinsic fit low exceeds the 50% border. This seems a particular finding. How can it
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be that even with self reported undersupply people still show a substantial
organizational commitment? Therefore we have to evaluate this result in the light of
earlier research (Fischer et al., 2002). Fischer notices that either cognitive self
healing took place (in which the needs are being adapted to the reality) or that the
intrinsic values proof themselves (contrary to Klages’ findings) to have a good fit
between need and supply. Results of the current study (given the high N for intrinsic
perfect fit) seem to corroborate this finding. A perfect fit high is much more seldom
when societal and extrinsic values are concerned.
Concerning hypothesis 1 which assumed a stronger relation of intrinsic fit on
commitment than other kinds of fit Table 4.12. Provides some answers.
Table 4.12 Scores for 3 kinds of fit for 8 countries with organizational commitment as an dependent
variable Model I
Constant 53.04
Intrinsic perfect fit high .29**
Intrinsic perfect medium .12**
Intrinsic perfect fit low -.04**
Intrinsic Oversupply .14**
Extrinsic perfect fit high .11**
Extrinsic perfect fit medium .15**
Extrinsic perfect fit low .01
Extrinsic oversupply .08**
Societal/altruistic perfect fit high .05**
Societal/altruistic perfect fit medium .01
Societal/altruistic perfect fit low -.07**
Societal/altruistic oversupply -.01
Adj. R. square .07
**=Significance at the 0.05 level (p≤ .05) 
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Table 4.13 Scores for 3 kinds of fit for 8 countries with organizational commitment as an dependent
variable including intermediate variables
Constant 81.67
Intrinsic perfect fit high .13**
Intrinsic perfect medium .04**
Intrinsic perfect fit low -.01
Intrinsic Oversupply .05**
Extrinsic perfect fit high .06**
Extrinsic perfect fit medium .07**
Extrinsic perfect fit low .00
Extrinsic oversupply .04**
Societal/altruistic perfect fit high .04**
Societal/altruistic perfect fit medium .00
Societal/altruistic perfect fit low -.04**
Societal/altruistic oversupply -.00
Trade-union membership -.09**
Sex .02
Age .06
Bad conditions .01
Job satisfaction .36**
Relations with management .21**
Family to work conflict -.06**
Adj R Squared .39
**=Significance at the 0.05 level (p≤ .05) 
The results in table 4.12 show a positive effect of perfect fit high and medium for all
kinds of fit. The intrinsic fit high has the greatest effect on commitment and perfect fit
low has no or sometimes a negative effect (intrinsic and societal). We see a mixed
picture with perfect fit medium. As extrinsic fit is concerned, the fit on a medium level
has a relatively strong effect.
Looking at table 4.13 and comparing the results to the ones in Table 4.12 we
can see a diminishing effect of fit on all levels and significant effects of the controls
especially job satisfaction.
As mentioned because of the low N a breakdown in countries is not possible
however a breakdown into two clusters of countries, Liberal and Coordinated Market
Economies, is possible. This reveals some differences Results are shown in the table
below.
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Table 4.14 Commitment regressed on types of fit with standardized betas for Liberal Market
Economies and Coordinated Market Economies
LME CME
Constant
55.91 49.12
Intrinsic perfect fit high .26** .34**
Intrinsic perfect medium .16** .09**
Intrinsic perfect fit low -.07** -.02
Intrinsic Oversupply .11** .16**
Extrinsic perfect fit high .12** .07**
Extrinsic perfect fit medium .16** .14**
Extrinsic perfect fit low .02 .03
Extrinsic oversupply .08** .07**
Societal/altruistic perfect fit high .08** .00
Societal/altruistic perfect fit medium -.02 .04
Societal/altruistic perfect fit low .06** -.01
Societal/altruistic oversupply -.00 -.00
Adj. R. square .15 .17
**=Significance at the 0.05 level (p≤ .05) 
This analysis gives useful additional information of which the most important is that
societal perfect fit high is only a relevant predictor for commitment in Liberal Market
Economies and that extrinsic fit high has a higher effect in LMEs than in CMEs.
Intrinsic perfect fit high is important in both regimes however it looks as if it is more
important in CMEs. When controls were added the differences between CMEs and
LMEs remained the same. Extrinsic fit high was still having a significant effect in this
equation. The relation between management and employees had a bigger effect on
commitment in the Liberal Market Economies.
The same pattern of results were shown with intention to leave as dependent
variable. However in that case there was no effect in case of perfect fit low.
In the rest of the study there will be no differentiation between high, medium,
and low fit but just fit. The reasons are of a theoretical and a practical nature.
Literature on the relation fit and commitment does not differentiate on levels of fit in
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with respect to relation between fit and commitment. The more practical reason is
that one of the purposes of this study is to show differences between countries.
When splitting fit into high, medium, and low one gets cell frequencies below 5
for many countries (especially as extrinsic fit is concerned Norway the Netherlands
East Germany and Sweden end up with frequencies from 1 to 4 in extrinsic fit high).
When intrinsic fit is concerned it is intrinsic fit low that gives unsatisfying cell
frequencies. For these reasons it is decided in this study to use an overall measure
of fit with low medium and high fit.
When combining perfect fit high medium and low it has to be mentioned one
loses detailed information, when intrinsic fit is concerned it also gives a little bias. In
some countries perfect fit low scores lower than undersupply. Given the comment
above that the group intrinsic fit low is the smallest the risk of this bias is limited. One
could rather say that when combining this into one group the scores give a
conservative estimate for the bigger effect when it was not combined. Therefore in
the rest of the study there will be two dichotomous measures. One is fit compared to
undersupply, the other will be oversupply compared to undersupply. So the effects of
fit and oversupply will be put into perspective to compare them with undersupply and
this difference will be related to other background variables.
4.4.5 Job satisfaction mediating between fit and commitment.
Hypothesis 3 assumes a mediating effect of job satisfaction on the relation between
extrinsic and intrinsic fit and commitment. Societal fit is not reported here because
any effect was hardly found. Therefore mediation will be reported for two kinds of fit.
What is mediation? Baron and Kenny argue as follows (website November 15, 2009
p. 1):
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Box 4.1
“Consider a variable X that is assumed to affect another variable Y. The variable X is called the initial
variable and the variable that it causes or Y is called the outcome’’. In diagrammatic form, the
unmediated model is illustrated in figure 4.8.
Figure 4.8 Initial versus outcome
“The effect of X on Y may be mediated by a process or mediating variable M, and the variable X may
still affect Y. Path c is called the total effect. The mediated model is illustrated in figure 7 (Baron and
Kenny, 1986).
Purpose of this approach are research questions that seek to better understand how some antecedent
(X) variable influences some criterion (Y) variable, as transmitted through some mediating (M)
variable. In this sense, mediators are explanatory variables that provide substantive interpretations of
the underlying nature of an X/Y relationship (Mathieu & Taylor, 2006).
The effect of X on Y may be mediated by a process or mediating variable M, and the variable X may
still affect Y. Path c is called the total effect. The mediated model is illustrated in figure 7 Where path a
symbolizes the relation between fit and satisfaction and path b the relation of satisfaction with
commitment. C symbolizes the direct relation between fit and commitment Purpose of this approach
are research questions that seek to better understand how some antecedent (X) variable influences
some criterion (Y) variable, as transmitted through some mediating (M) variable. In this sense,
mediators are explanatory variables that provide substantive interpretations of the underlying nature of
an X/Y relationship (Mathieu & Taylor, 2006).
Figure 4.9 The mediation model
‘’Path c' is called the direct effect. The mediator has been called an intervening or process variable.
Complete mediation is the case in which variable X no longer affects Y after M has been controlled
and so path c' is zero. Partial mediation is the case in which the path from X to Y is reduced in
absolute size but is still different from zero when the mediator is controlled” (Kenny, D., website
http://davidakenny.net/cm/mediate.htm, November 15, 2009).
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To get a correct assessment of the mediation and its strength it we conducted a
mediating regression. The mediated regressions approach followed the guidelines as
outlined by Baron and Kenney (1986). Their analyses require three separate
equations needing to be estimated.
The first equation involves regressing the mediator variable on the predictor variable.
M-X
The second equation entails regressing the criterion variable on the mediator
variable.
Y-M
Finally, the third equation involves regressing the criterion variable concurrently onto
the predictor variable and the mediator variable.
Y-XM
Furthermore, Baron and Kenny (1986) outline four conditions that have to be met:
Condition 1. The antecedent/predictor variable must be significantly related to the
mediator.
Condition 2. The antecedent/predictor variable must be significantly related to the
criterion variable.
Condition 3. The mediator variable must be significantly related to the criterion
variable.
Condition 4. The effect of the predictor variable must be less in equation three
than in equation two.
“Full mediation is achieved when the predictor variable influences the criterion
through the mediator. In terms of the regression equation, the beta weight for the
predictor is significant in equation two but non-significant in equation three when the
mediator is controlled for. Partial mediation is achieved when the predictor variable
influences the criterion variable through the mediator indirectly and directly.” Baron
and Kenny (1986 p. 1176) argue that partial mediation warrants a conclusion of a
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mediation effect as it is unrealistic to eliminate the relationship between the predictor
variable and the criterion variable totally.
Our hypothesis 3 stated that job satisfaction will mediate the relationship
between (intrinsic and extrinsic) fit and organizational commitment. The measure
used here is job satisfaction (without the Bruggemann typology because a
combination with needs would be incorrect because needs are a constituting part of
fit).
Tables 4.15 and 4.16 present the findings from the three regression equations
testing this hypothesis for Germany West. In the first equation, job satisfaction (the
mediator), was regressed on (extrinsic) fit undersupply (the predictor) and a
significant relation was found. In equation two organizational commitment (the
criterion), was regressed on extrinsic fit undersupply and their relationship was found
to be significant. In the third equation, there was still a significant relation between
extrinsic fit-undersupply and organizational commitment although the beta was
smaller than in equation 2. Hence, three out of four Baron and Kenny’s (1986)
conditions were met indicating a partial mediation. A Sobel test indicated that the
partial mediation was significant.
Table 4.15 Mediating regression equation testing the mediation of job satisfaction in the relation
between extrinsic fit-undersupply and organizational commitment Germany West
Eq Criterion Predictor Beta T Adj. R Square F df
1 Job satisfaction (mediator) Extrinsic Fit Undersupply* .18 3.89** .00 15.15** 1
2 Organizational commitment Extrinsic Fit Undersupply* .19 3.89** .03 15.12** 1
3 Organizational commitment Extrinsic Fit Undersupply* .01 2.09** .19 69.66 2
Job satisfaction .41 9.04**
Sobel Z= 2.92 and P-value = 0,00
Sobel Z= 3.20 and P-value = .00
*Fit_undersuplly means that undersupply is used as a reference category.
**=Significance at the 0.05 level (p≤ .05) 
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Table 4.16 Mediating regression equation testing the mediation of job satisfaction in the relation
between intrinsic fit-undersupply and organizational commitment Germany West
Eq Criterion Predictor Beta T Adj. R Square F df
1 Jobsatisfaction Intrinsic Fit Undersupply .23 5.83** .06 34.61** 1
2 Organizational commitment Intrinsic Fit Undersupply .22 4.95** .05 24.05** 1
3 Organizational commitment Intrinsic Fit Undersupply .12 10.88** .22 69.67 2
Job satisfaction .44
Sobel Z= 3.73 and P-value = .00
**=Significance at the 0.05 level (p≤ .05) 
In Table 4.16 for intrinsic fit-undersupply, the same procedure was followed. In the
first equation, job satisfaction (the mediator), was regressed on intrinsic fit-
undersupply (the predictor) and a significant relation was found. In equation two
Organizational commitment (the criterion), was regressed on intrinsic fit-undersupply
and their relationship was also found to be significant.
In equation three, organizational commitment was regressed simultaneously
on intrinsic fit undersupply and job satisfaction. The relationship between
organizational commitment and intrinsic fit-undersupply still was significant but the
beta was less than in equation two. The relationship between organizational
commitment and job satisfaction was significant.
Hence, here out of four of Baron & Kenny’s (1986) three conditions are met,
indicating a partial mediation was demonstrated. So hypothesis 3 was supported. A
Sobel test was performed indicating a significant mediation effect. So in Germany
West job satisfaction partly mediates the relation between intrinsic fit-undersupply
and organizational commitment as well as extrinsic fit and commitment. The results
of all other countries are shown in Appendix 4.B. In Table 4.17 the overall results for
all countries are summarized.
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Table 4.17 Overall results mediation of job satisfaction
Mediating effect job satisfaction on: No mediation Partial mediation Full mediation
Relation extrinsic fit_undersupply and commitment Germany East Germany West
Great Britain
USA
Norway
Sweden
New Zealand
The Netherlands
Ireland
Relations intrinsic fit_undersupply and commitment Germany West
Germany East
USA
Ireland
The Netherlands
Norway
Sweden
Great Britain
New Zealand
Given these results the hypothesis 2 is confirmed with the exception of the Eastern
part of Germany. In the case of Eastern Germany we have to keep in mind that the
situation in Eastern Germany was and still is one of a region in progress where
needs-supply fit is regarded as being one of relative deprivation compared to the
western part of the country.
4.4.6 The effects of fit on turnover intention (hypothesis 4)
In hypothesis 4 of this study the position is taken that turnover (intention) is regarded
as a behavioral consequence of (lack of) needs-supply fit on the one hand or lack of
commitment on the other. The possibility that turnover intention can be regarded as a
behavioral consequence of both has also be taken into account:
In order to get an assessment of the strength of mediating variables we are going to
conduct stepwise regression with in the first step only the fit variables (answering
hypothesis 4) and the second step demographic characteristics and last other
intervening variables like commitment.
 Model 1 contains all variables from box 1 of figure 4.1 and will test hypothesis 4 in
a strict way;
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 In model 2 the elements of box 3 of the explanatory model (the personal
characteristics) are added; to see if they intermediate in the relationship
 In model 3, (the full model) all intermediating variables like job satisfaction,
commitment and family to work conflict are added.
In model 1 we can distinguish the direct effect of the different kinds of fit with turnover
intention. In table 4.18 we see effects for Sweden, Great Britain and New Zealand for
extrinsic fit_undersupply. Extrinsic oversupply_undersupply is relevant for Great
Britain, the US and Sweden. When the effect of intrinsic fit_undersupply is
concerned, high scores for Germany East, the US, the Netherlands and Norway are
shown. The Eastern part of Germany and the Netherlands show an effect of intrinsic
oversupply_undersupply on low turnover. Intrinsic fit and intrinsic
oversupply_undersupply reduce turnover in almost every country although the effects
are moderate.
Table 4.18 Scores for standardized betas for 8 countries with low turnover intention as the
dependent variable (Model 1)
Country US GB NZ GW GE NW SE NL IRL
Constant 2.56 2.64 2.62 2.93 3.05 2.54 2.68 2.45 3.02
Extrinsic fit_undersupply .12** .12** .12** .10 .04 .01** .14** .11** .05
Extrinsic Oversupply_Undersupply .10** .17** .04 .08 .03 -.02 .12** .10 .06
Intrinsic fit_Undersupply .20** .17** .17** .12 .29** .19** .14** .19** .05
Intrinsic Oversupply_Undersupply .14** .17** .13** .07 .28** .18** .04 .19** .02
Societal fit _undersupply .04 .02 .01 .10 -.03 .07 .56 .11 .10
Societal oversupply_Undersupply .01 .00 .02 .10 .02 .04 .03 .08 .05
Adj R squared .06 .06 .03 .03 .07 .06 .05 .08 .01
**=Significance at the 0.05 level (p≤ .05) 
From Table 4.18 we can conclude that both intrinsic and extrinsic fit have a positive
effect on turnover in almost every country except for Germany where only intrinsic fit
has an effect in the Eastern part of the country. For societal fit there is no effect.
Therefore hypothesis 4 has to be rejected.
In model 2 we added trade-union membership, sex age and bad working
conditions (Box 2 of the explanatory model) as explanatory variables. As expected
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age is the most important element here. Research has consistently shown that age is
negatively correlated with turnover (Moynihan & Pandey, 2008) (see table 4.19). The
values of the beta’s for fits are comparable to model 1.and show no dramatic
changes.
Table 4.19 Scores for standardized betas for 8 countries with low turnover intention as an
dependent variable (Model 2)
Country US GB NZ GW GE NW SE NL IRL
Constant 1.59 1.99 1.55 1.80 2.21 1.09 2.18 1.75 2.14
Extrinsic Fit_undersupply .11** .12** .09** .06 .08 .10** .13** .12** .06
ExtrinsicOversupply _Undersupply .10** .18** .02 .06 .04 -.03 .07 .10** .04
Intrinsc fit-Undersupply .17** .16** .13** .12** .22** .18** .11** .16** .05
Intrinsic oversupply_Undersupply .14** .11 .12** .08 .26** .17** .07 .18** .00
Societal fit_undersupply .00 .09 .02 .12** .01 .05 .03 .12** .07
Soceital oversupply_undersupply .03 .00 .00 .09 .04 .01 .-01 .18 .08
Trade-union membership .09** .05 .05 -.13** -.01 -.11** .05 .08 .08
Sex .02 -.05 .07 .06 .08 .02 .02 .02 .09
Age .28** .24** .18** .25** .29** .30** .36** .27** .20**
Bad conditions .06 .06 -.7 .01 -.17** .03 -.11** -.01 .01
Adj R squared .28 .12 .07 .10 .4 .19 .20 .15 .04
**=Significance at the 0.05 level (p≤ .05) 
In model 3 the variables of relations with management job satisfaction commitment
and work family conflict were added. It is not so much the relation with management
as well the job satisfaction and commitment that is a deciding factor for turnover
intentions. Fit loses importance as an explanatory factor. Except of extrinsic fit or
oversupply for the US, and Sweden and intrinsic fit or oversupply for the US and
Germany East and Sweden. The Netherlands and Germany show a relation between
societal fit-undersupply and a low leaving intention. If we look at the explanatory
power of the model represented in the adjusted R square scores we can see that it is
the lowest in Ireland and New Zealand and that the Scandinavian countries, Great
Britain and the Netherlands have score of 30% to 35% variance explained.
Tables 4.18, 4.19 and 4.20 show that the hypothesis 4 can reluctantly be
accepted. The more controls are added the weaker the beta s get. We can also draw
some further conclusions These are: The older one gets the more likely one stays
with the company. The more satisfied one is the less one is likely to leave; in the
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Netherlands this relation is the strongest. In Norway an oversupply in extrinsic
features has a negative effect on low turnover intentions (more turnover in case of
oversupply). Extrinsic fit has positive effect on low turnover in Sweden in the final
model where all other variables are entered. Intrinsic fit works positive on low
turnover in all countries except for Ireland. The more committed one is the lesser the
turnover intention gets. In most countries trade-union membership or former affiliation
has a negative effect on low turnover, in other words trade-union members are more
likely to leave than non-members. If we look at the relation with the managers this
reduces turnover intentions for Germany and Ireland only. For the rest of the
countries researched good relations with management has no effect on turnover
intentions.
Table 4. 20 Scores for standardized betas for 8 countries with low turnover intention as the
dependent variable (Model 3)
Country US GB NZ GW GE NW SE NL IRL
Constant 1.59 1.99 1.83 2.23 2.35 2.50 1.69 3.08 2.68
Extrinsic Fit_Undersupply .05 .02 .03 .01 .07 .06 .11** .05 .00
Extrinsic Oversupply_undersupply .07** .06 .03 .04 .09 -.08** .02 .08 .00
Intrinsic fit_Undersupply .11** .05 .04 -.03 .07 .01 .18** .06 -.03
Intrinsic Oversupply_undersupply .10** .04 .06 .00 .18** .08 .01 .10** .04
Societal fit_Undersupply .04 .06 .03 .13** .03 .03 .009 .11** .04
Societal Oversupply_Undersupply .05 .03 .02 .12 .02 .01 .040 .08 .04
Trade-union membership -.14** -.10** .01 -.11** -.03 -.10** -.07** .06 -.13**
Sex -.01 .09 .05 .10** .12** .02 .01 .07 -.10**
Age .22** .16** .12** .26** .27** .26** .30** .25** .15**
Bad conditions .03 .02 -.08 .08 .17** .07 .06 -.08 .06
Job satisfaction .26** .33** .28** .14** .28** .32** .26** .43** .16**
Relations with management .06 .01 .05 .24** .17** .04 .04 .04 .14**
Commitment .19** .25** .23** .14** .20** .20** .18** .04 .15**
Family to work conflict -.02 -.07 .-01 .-09 -.04 .05 .00 .06 .01
Adj R squared .29 .33 .21 .23 .27 .38 .35 .32 .14
**=Significance at the 0.05 level (p≤ .05) 
4.4.7 Trade-union membership and commitment
In our hypothesis 5 we expected that trade-union membership would positively
related to organizational commitment in countries with consensual industrial
relations. In table 4.21 we see a negative effect for New Zealand, Sweden, the
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Netherlands and Ireland. Therefore we have to reject the hypothesis. In the final
model it will be shown that when adding other explanatory variables, the effect of
trade-union membership will become insignificant.
Table 4.21 Means of organizational commitment are compared for trade-union members and non-
members United States, Great Britain, New Zealand, Germany, Norway, Sweden, the
Netherlands and Ireland
US GB NZ GW GE NW SE NL IRL
Organizational commitment (means)
for non-union members 66.80 60.00 62.20 60.20 59.90 59.70 54.90 59.10 67.20
Organizational commitment (means)
union members 64.50 57.20 54.80 62.50 62.00 57.90 49.30 55.30 61.20
Eta .03 .07 .15 .04 .04 .05 .13 .10 .13
p-value .23 .10 .00 .32 .49 .13 .00 .02 .00
N 1007 463 818 875 277 758 720 555 539
4.4.8 Family to work conflict and organizational commitment
In this section we are going to test hypothesis 6.Table 4.21 shows that the effect of
family to work conflict on commitment is low in most countries. This means that the
hypothesis 7 is rejected in many countries. The strongest effects can be found in the
Eastern part of Germany, Sweden, Norway and Great Britain the rest of the countries
show no significant effect. In Germany East there is an issue that in the former
German Democratic Republic the care of children was excellent (Hagenbuch 1996)
and other tasks were very easily used as a reason for absence at work because of
low productivity therefore this could explain the perceived level of family to work
conflict in the re-unificated Germany in the “Neue Bundesländern.”
Table 4.22 Betas of commitment regressed on work to family conflict in the United States, Great
Britain, New Zealand, Germany, Norway, Sweden, the Netherlands and Ireland
US GB NZ GW GE NW SE NL IRL
Betas for family to work conflict .02 -.10** -.04 -.05 -.15** -.07** -.13** -.02 .00
Adj R squared .01 .01 .00 .00 .02 .01 .02 .01 .00
**=Significance at the 0.05 level (p≤ .05) 
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If we break down the concept of commitment as measured by us in its constituting
elements we see that in the countries where there is a negative effect of family to
work conflict it is the question that is phrased: “I am willing to work harder than I have
to in order to help the firm or organization I work for , succeed.” That is responsible
for the negative effect (bèta’s of -.138 in Germany East, -.151 in Great Britain and
-.125 in Sweden).This implies that in the countries mentioned above there cannot be
expected any extra effort from people suffering from a family to work conflict.
4.4.9 Public sector workers and organizational commitment
In this section we are going to test hypotheses 7 and 8. In order to test the
hypothesis 7 one has to look if the organizational commitment for private sector
employees is stronger than for public sector employees as Lyons, Duxbury, &
Higgins 2007) hypothesized in their study.
Table 4.23 Means for commitment for public and private sector, in 8 countries
Employer Commitment SD N
Government 57.22 19.07 1214
Public 56.95 17.47 532
Private 59.19 19.61 3287
Rest 72.31 19.01 749
P value=.00 Eta= .23
There is a small difference in favor of the private company employees.
The rest category contains among others people that are self-employed or that are
engaged in working as volunteers or for charity organizations. That is one of the
reasons that the level of organizational commitment is that high in the rest category.
We conduct a Scheffe test on the two means of private companies and working for
government and/or public sector (mean difference is -1.97 with a p value of .020).
The test showed that the difference between public and private sector is significant.
All in all the results show that hypothesis 5 is accepted. The difference is particularly
visible in the Great-Britain, the Netherlands and Sweden.
If we test the hypothesis 8 societal fit is related to the criterion variable organizational
commitment.
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Graphically it looks like this:
Figure 4.10 Moderation of sector on the relation between societal fit and organizational commitment
We will use the following procedure to indentify if the combination public sector and
societal values. The interaction term is represented by the product of working for
government (initial variable is recoded as government = 1 and private sector = 0 and
then was multiplied by the value for societal fit). If this product term is significant in
the regression, this would indicate a significant effect of the combination
governmental employed and societal fit on commitment. However this interaction
may also exist in the other kinds of fit. Therefore we tested the other kinds of fit and
their interaction with working for government on commitment.
Table 4.24 Scores for standardized betas of several forms of fit, their interactions, controls for 8
countries with organizational commitment as an dependent variable
Constant 39.72**
Extrinsix fit_undersupply .15**
Interaction Extrinsic fit Undersupply –working for government -.07**
Intrinsic Fit_undersupply .16**
Interaction Intrinsic Fit_Undersupply –working for government -.02
Societal fit_Undersupply -.01
Interaction Societal/altruistic fit_Undersupply and working for government .06**
Sex -.01
Age .12**
Trade-Union membership -.13**
Adj R Squared .07
**=Significance at the 0.05 level (p≤ .05) 
Public Sector
Societal Fit Commitment
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Table 4.24 shows that societal/altruistic fit has no significant beta for commitment
However the interaction term societal/altruistic fit-working for government is
significantly related to commitment. When testing this for the other kinds of fit one
can see that the combination intrinsic fit working for government is not significantly
related to commitment and the combination extrinsic fit/working for government is
negatively related to commitment. These results corroborate the findings of Steijn
and are an indication that it are the governmental employees that regard fit with
respect to societal/altruistic values as an important precondition for commitment.
4.4.10 Toward an overall model with organizational commitment and antecedents
The question can be asked to what extent the separate elements from the
hypotheses do explain organizational commitment. Therefore we integrated the
several findings into three models. The elements which were added in model 2 and
model 3 correspond with order of the boxes in the explanatory model in figure 4.1. A
stepwise regression for 3 models was conducted that were expanded gradually. This
enables us to see the changes in the values of the betas when new variables were
introduced.
Table 4.25 Scores for standardized betas for 8 countries with organizational commitment as the
dependent variable (model 1)
Country US GB NZ G W G E NW SE NL IRL
Constant 56.42 53.06 54.88 52.46 53.86 41.59 42.26 51.28 55.21
Extrinsic fit_undersupply .21** .19** .13** .12** .04 .11** .10** .13** .14**
Extrinsic Oversupply_Undersupply .12** .25** .02 .06 -.19** .05 .17** .06 .11**
Intrinsic fit_Undersupply .16** .20** .18** .26** .32** .33** .24** .19** .26**
Intrinsic Oversupply_Undersupply .09** .11 .07 .06 .22** .15** .10 .22** .05
Societal fit _undersupply .09 -.07 .05 .02 -.04 .08 .07 .02 .02
Societal oversupply_Undersupply .01 -.13 .01 .01 -.01 .10 .05 -.01 .09
Adj R squared .10 .12 .05 .07 .10 .13 .09 .08 .10
**=Significance at the 0.05 level (p≤ .05) 
In model 1 (see table 4.25) the measures of fit are entered. As shown intrinsic fit is
the strongest predictor for commitment, except for the USA, although the explanatory
power is limited with an R squared varying from .046 to .126.
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Table 4.26 depicts the effects of model 2 In model 2 the demographics: gender, age
and trade-union membership are additionally entered.
Table 4.26 Scores for standardized betas for 8 countries with organizational commitment as a
dependent variable (model 2)
Country US GB NZ GW GE NW SE NL IRL
Constant 43.02 42.14 53.35 51.55 39.15 1.09 35.65 41.47 47.96
Extrinsic Fit_undersupply .21** .20** .13** .11 .05 .10** .08** .09** .14**
ExtrinsicOversupply _Undersupply .11** .24** .04 .06 -.17** .06 .14** .04** .12**
Intrinsicfit-Undersupply .15** .21** .17** .26** .31** .31** .22** .19** .23**
Intrinsicoversupply_Undersupply .09** .10 .06 .07 .22** .16** .18 .21** .11
Societal fit_undersupply .07 .06 .04 .04 -.04 .05 .06 .02 .04
Societaloversupply_undersupply .04 .10 .04 .02 -.02 .10 .06 .01 .08
Trade-union membership .00 .08 -.16** .12** -.04 -.04 .-06 -.09** -.13**
Sex .02 .08 .05 -.08 .00 .02 .-04 .03 .11**
Age .12** .09 .09 .01 .09 .16** .12** .08 -.15**
Adj R squared .12 .12 .07 .08 .10 .19 .10 .11 .15
**=Significance at the 0.05 level (p≤ .05) 
This model shows the most important extra explanatory factor is the trade-union
membership. In this model societal fit is becoming less important. There is a slight
increase in explained variance and this varies between .050 and .136.
In model 3 (Table 4.27) we added job satisfaction, relations with management,
turnover intentions and work family conflict. As we expected the introduction of job
satisfaction brings a lot of additional explanatory power. The order of importance is:
job satisfaction (with the biggest beta), relation to management, turnover intention
and work family conflict (that contributes the least). There is a considerable increase
in explanatory power and with an R squared varying between .25 sometimes .40 or
more in the best scenario more than 40% of the variance is explained.
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Table 4.27 Scores for standardized betas for 8 countries with organizational commitment as a
dependent variable Model 3
Country US GB NZ GW GE NW SE NL IRL
Constant 90.06 81.05 98.35 102.35 81.23 80.03 79.73 78.04 84.25
Extrinsic fit_undersupply .11** .11** .05 .03 -.00 .05 .05 .03 .06
Extrinsicoversupply_Undersupply .06 .13** .02 .02 -.13** .02 .09** .03 .08
Intinsic fit-undersupply .08** .10 .06 .08 .21** .10** .08 .09** .12**
Intrinsic oversupply_undersupply .03 .04 -.02 -.02 -.04 .05 .01 .13** .05
Societal fit_undersupply .03 -.10 .01 .09 -.09 .07 .01 -.06 .00
Societal oversupply_undersupply -.00 -.06 -.02 .04 -.07 .09 .01 -.05 .07
Trade-union membership -.03 -.05 -.09** -.07 -.06 -.04 .03 -.07 -.05
Sex -.01 .06 .01 -.05 .-.03 -.01 -.05 -.05 -.12**
Age .03 .02 -.03 .03 .11 .10** .01 .07 .19**
Bad conditions .02 -.02 -.07** .08 -.09 .01 -.03 .03 .03
Job satisfaction .43** .40** .34** .38** .34** .42** .41** .50** .25**
Relations with management .26** .21** .23** .17** .22** .21** .19** .10** .31**
Family to work conflict -.04 -.05 -.13** -.06 -.15** -.08** -.06 -.02 -.06
Adj R squared .44 .40 .40 .24 .38 .42 .36 .40 .35
**=Significance at the 0.05 level (p≤ .05) 
Comparing these results to the results of Tables 4.25 and 4.26 it is interesting to see
how intrinsic fit decreases as an explanatory factor when job satisfaction is
introduced. This confirms our earlier findings of a mediating effect of job satisfaction
on the relation of fit and commitment. In model 2 (see table 4.26) the factors gender,
age trade-union membership and bad working conditions are added as extra
explanatory variables. The Netherlands still has the most explained variance. Gender
is only important in Ireland and age is significant in the US, Norway and Sweden,
where older people show significantly more commitment.
Summary of model 3 (final model displayed in Table 4.27).
 In the Anglo Saxon countries UK and US extrinsic fit remains significant;
 Intrinsic fit remains significant in the US, Germany East Norway the Netherlands
and Ireland however the betas drop when job satisfaction is introduced;
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 Job satisfaction is the most important predictor for commitment in all countries
except for Ireland; This is not surprising because in our theoretical framework we
already mentioned the familiarity of the two concepts.
 Relations with management is the second most important predictor of
commitment except for Ireland where it is the most important one;
 Family to work conflict is negatively related to commitment in Germany East, New
Zealand and Norway.
 Bad working conditions and trade-union membership are negatively related to
commitment in New Zealand.
4.5 Discussion and conclusion
4.5.1 In general
We investigated the gap between needs and supply and a possible funnel effect.
Supporting Fischer’s findings it showed that the biggest gap between needs and
supplies was apparent in the extrinsic items. On an empirical level is the variance in
fit in extrinsic features bigger than in the intrinsic one. External attribution enables the
individual to tolerate a gap without having cognitive dissonance. When looking at the
gaps and the funnel with private company and public service employees we see that
there is a reversed gap in the societal/altruistic values among the public sector
employees.
This study has revealed a number of similarities and differences between the
countries that were subject to our study. Also we could give more perspective to the
term fit by breaking it down. We broke down the concept of needs-supply fit into three
kinds of fit intrinsic, extrinsic and societal and investigate these relations with
commitment. Results are suggesting that only intrinsic and extrinsic fit contribute to
commitment, however in a moderate way.
Contrary to our expectation (hypothesis 1) not every country showed a bigger
contribution of intrinsic fit when explaining commitment. The closest to a systematic
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pattern gets the relation between rule oriented and skill oriented countries and
commitment. All rule oriented countries and Germany show a higher commitment
than the skill oriented countries. We want to argue that in rule oriented countries (that
coincide with Coordinated Market Regimes) employees depend more upon their
employer and therefore be more loyal to their organizations. In skill oriented regimes
employees have more possibilities and do not depend that much on the organization.
Even when being unemployed they have an income if you add highly skilled
character of the employee. You can expect them to act more independently as
employees under rule oriented regimes and therefore being less committed to the
organization but more to the work itself.
We expected job satisfaction to mediate between fit and organizational
commitment (hypothesis 3). For extrinsic fit and commitment we tested this through
mediated regression and the results partly confirm our hypothesis in all countries
except for the eastern part of Germany there was a mediation of job satisfaction in
the relation of extrinsic fit-undersupply and commitment. In the Netherlands and
Ireland this was a full mediation, in all the other countries a partial one. In all
countries job satisfaction mediated between intrinsic fit and commitment. In Great
Britain and New Zealand we found a full mediation, for all other countries the
mediation was partial. The societal fit did not play a role of importance in any country.
The effect of job satisfaction and other explanatory factors (like relations with
management, turnover intention and work family conflict) on organizational
commitment strengthens the model. When comparing model one (with only the fit)
with model 3 (the comprehensive model): R square increased the most in New
Zealand and the least in Germany. When comparing models 2 and 3 to model 1
intrinsic fit loses importance as a predictor In the US, Great Britain and Ireland
extrinsic fit remains significant in the US and the UK. In Norway, the Netherlands and
Ireland intrinsic fit contributes substantially in the comprehensive model. This is
confirmed by the medial regression. Job satisfaction and relations with management
show themselves as strong predictors in every country. As expected turnover
intention is negatively related to commitment and only in Germany East work family
conflict affects commitment.
The findings of this study indicate that fit has a moderate positive effect on
commitment but is lack of fit a reason to look for another job? The answer depends
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upon which fit we are talking about and on the country where it is measured. A
regression analysis shows that initially there is a relationship between intrinsic fit and
turnover intention which is significant in all countries except for (West) Germany and
Ireland.
For extrinsic fit we can see a significant relationship in all countries except
Ireland Germany East and New Zealand. When adding other explanatory factors we
see some fall in the values of fit. But the biggest change is the addition of job
satisfaction and commitment as explanatory variables. In this model extrinsic fit
remains significant for Sweden Great Britain and the USA and intrinsic for Germany
East and the US.
Age, commitment and job satisfaction are found to be strong predictors of
turnover intention. Trade-union membership and fit have effect as well. The results
for Germany differ considerable between the eastern and the western part. Are the
separate extrinsic values (job security, high income and good opportunities for
advancement) significant antecedents for commitment in the western part of the
country, in the eastern part they are insignificant and even tend to disappear when
we control for job satisfaction. The same pattern is visible for fit. Is the extrinsic fit that
is a factor of importance in the western part and not in the eastern part. Work - family
conflict is an issue for Germany East and not for Germany West. When it comes to
turnover intention for West Germany besides job satisfaction, commitment and age
gender, trade-union membership are particular predictors for turnover intention. For
Germany East intrinsic fit bad conditions and work family conflict are important. There
are also some similarities. In both parts trade-union members have a higher
organizational commitment than non-members. This last issue is one that could be
interesting to explore in further research.
The position that societal fit is particularly important for governmental
employees is only partly supported. When isolating societal fit it is true. However
when adding the other explanatory values this relation disappears.
Overall, the findings in this study are in agreement with the assumption that
the needs-supply mechanism is one of the antecedents organizational commitment in
western countries. Intrinsic fit and intrinsic supplies show themselves to be the most
important, however in some of the Liberal Market Economies (US, UK and New
Zealand) the extrinsic fit and extrinsic supplies should not be underestimated. In
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general the difference between coordinated market economies and liberal market
economies as well as rule oriented versus skill oriented regimes seems less
important than suggested in literature. The effect of having good relations between
management and employees is a factor not to neglect but differs per country.
4.5.2 Contributions to theory
We found two major gaps between the needs and supply items in particular in the
extrinsic work values. There are two psychological theories that can help to explain
the particular gap that occurs. One comes from the cognitive dissonance theory
(Festinger 1957). According to cognitive dissonance theory, there is a tendency for
individuals to seek consistency among their cognitions (i.e., beliefs, opinions). When
there is an inconsistency between attitudes or behaviors (dissonance), something
must change to eliminate the dissonance. In the case of a discrepancy between
attitudes and behavior, it is most likely that the attitude will change to accommodate
the behavior. In this case the dissonance is that one beliefs that one aspect is
important and the other belief that that item is not found in the working situation.
According to Wiendieck (1980) a collective self-healing takes place when the
dissonance is apparent.
A second explanation comes from the attribution theory. The two main types of
attributions are internal and external attributions. When an internal attribution is
made, the cause of the given behavior is assigned to the individual's personality,
attitudes, character or disposition. When an external attribution is made, the cause of
the given behavior is assigned to the situation in which the behavior was seen (that
the individual producing the behavior did so because of the surrounding environment
or the social situation). These two types of attribution lead to very different
perceptions of the individual engaging in a behavior (Personal is Internal and
Situational is external). Looking at these results from the attribution theory only, one
can divide the items into those that can be attributed to the situation (high income,
career possibilities and job security) and those that can be attributed to the person
(interesting work, independent work, work that enables you to help others and work
that contributes to society). Taking this into account it is easier to accept a
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discrepancy in needs and supplies for the first group than for the second. For
example a perceived lack of career possibilities is easier to attribute to the employer
than not having interesting work. It is remarkable that in the public sector the
magnitude and the relation of need and supply values is different. The gap between
need and supply is reversed for societal values (supply exceeds the need) and the
gap between needs and supply when it comes to have interesting work is smaller
than in case of the private company employees.
There has been substantial discussion about the relationship between
organizational commitment and the unemployment rate in a country (Gelade, Dobson
& Gilbert, 2006; Baruch, 1998). This argument is made by Gelade, Dobson and
Gilbert in their study about the national differences in organizational commitment: “In
countries where incomes are low, unemployment is high, a small proportion of the
population is economically active and employment fulfils basic survival and material
needs, we would expect employees to remain with their employers because
employment opportunities are scarce and they have little choice to do otherwise. In
more economically developed countries, however, individuals have greater freedom
to choose the type of organization they work for and the type of work they do and, in
this way, to find congenial employment” (Gelade, Dobson & Gilbert, 2006 p. 545).
Therefore we have to consider unemployment rates of countries as an alternative
explanation for organizational commitment. We tested this idea by correlating the
unemployment rates of the 8 countries in 2005 (OECD data) with the organizational
commitment scores and we found a non-significant relation. So for this population the
relation between unemployment and organizational commitment can be disregarded.
However if we look at the direction and the strength of the effect it may be that only
the limited number of countries surveyed here that makes it insignificant.
What does the mediation of job satisfaction mean? We found a partial and in
some countries even a full mediation of job satisfaction in the relationship between
the extrinsic and intrinsic fit and organizational commitment. Can we interpret it as a
real mediation or is there a tautology indicating that the two indicators basically
measuring the same concept and same source. The concept of commitment is
measured by three out four questions of the so-called “Porter scale.” It is one of the
most used indicators in social sciences. Even when limited to three items the scale
gives good Cronbach s alpha. Job satisfaction is measured by a single item. In
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previous research this has been done before (Hult, 2005; Andolsek & Stebe, 2004).
From a content point of view two separate things are measured. The commitment
questions address some intention to action “I am willing to work harder than I have to
in order to help the firm or organization I work for succeed” and “I would turn down
another job that offered quite a bit more pay in order to stay with this organization”
while job satisfaction is merely a reflection of a state of mind or attitude. However it
might be possible that with a multi item instrument other results would be obtained.
This study could get follow-up by other studies which could measure job satisfaction
with a more elaborate instrument. This on the other taking the risk of confounding.
Does the mediation of job satisfaction mean that satisfaction can make up for
a lack of fit? One would be willing to think so, at least no evidence is found that can
falsify the findings of earlier studies that conclude in this direction.
In this discussion one has to address the findings of Tett & Meyer (1993) in
their meta-analysis they reach conclusion one: “In keeping with an independent effect
model and the view that satisfaction and commitment are distinguishable through
moderate related constructs (eg Porter et al., 1974) satisfaction and commitment
each contribute uniquely to turnover intentions/withdrawal cognitions.” (Tett & Meyer,
1993, p. 285). We see for the Netherlands no unique effect for commitment in the
model while there is one for all other countries. This might be a result of cultural
differences which were not included in the Tett & Meyer study or maybe a result of
different measures.
Although not mentioned in the hypotheses, this study showed an interesting
pattern when looking at the demand and supply values. When studying the intrinsic
and societal needs and supplies there was a clear pattern of a high demand was
accompanied by a perceived low supply. However when studying intrinsic values no
such a pattern could be distinguished. This phenomenon has been studied in the
past and the funnel effect that was the conclusion of the studies of Klages et al
(Fischer, 2001) is being confirmed here for extrinsic and societal values. Interestingly
the intrinsic values do not show such a structure. The question is why. We argued
from the attribution theory. Although other explanations are possible. Further study
on this subject is recommended.
One of the findings in the current study is that members of trade-unions are in
general less committed to their employers than the non-members and have a higher
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turnover intention. This differs per country this contradicts some findings of earlier
research and confirms some others. Some did predict a negative effect of union
membership while others like Kim (2005) see a positive effect. In this study the
direction and magnitude differ per country. On a more fundamental level only further
and more focused study will give a more satisfying answer on the question whether
trade-union memberships tends to influence organizational commitment in a positive
or negative direction. Elements that go beyond the scope of the current study, like
political preference and forms of co-determination could be explanatory factors.
When the results on family to work conflict and commitment in the eastern part
of Germany are concerned one has to discuss the institutional provisions that might
provide a useful explanation. The institutional arrangements of the former German
Democratic Republic enabled many women to combine childcare and work. After
reunification the perceived conflict must have increased because the absence of the
old GDR institutions the conflict became salient while was latent during the past.
From a comparison point of view on has to interpret this within the framework of the
comparison theory of Thibaut and Kelly (1969) conceived a theory of comparison:
 Comparison level of alternatives (compare the level of experience with a certain
object, often in time);
 Comparison on a social level (compare with friends and family);
 Comparison on experience (compared to experience in personal history).
Based on this theory the comparison of the former GDR citizens will be one of the
experience level indicating a backlash of experienced quality level in childcare
compared to their experiences in recent history.
The notice of a score on commitment of over 50% (average standard deviation
= 19,6) even with undersupply gives some food for thoughts. From the cognitive
dissonance theory one could argue that if needs are not fulfilled and one is still
committed the respondent would behave in the way that cognitive self healing took
place (in which the needs are being adapted to the reality (Fischer, 2001). Another
point of discussion is whether the intrinsic values proof themselves (contrary to
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Klages findings) to have a good fit between supply and demand and in that case the
there would not be a feeling of cognitive dissonance with the employees.
A point for further research is the relation between societal fit and outcomes.
Some of the findings confirm findings in other research that societal fit is important for
governmental employees. However when putting more variables into the equation
societal fit loses importance. The concept of Public service motivation and related
theories explain some outcomes and are valuable as an instrument for explanation.
How strong the explanation is and the exact content of the measurement has to be
subject of further research.
4.5.3 Limitations
Like all other studies this study has limitations. If one wants to include institutional
differences as an explanatory factor one has little choice as to do secondary analysis
on existing international data bases if it were only for budget reasons. This implies
that operationalizations are suboptimal however the big advantage is that at least
one can research a limited number of highly relevant variables in a large number of
countries that enables one to draw general conclusions and leave detailed
explanations for further studies more focused on partial problems. Some scientists
chose the approach of studying one company with several branches (Hofstede,
1981). The Hofstede studies are exceptional in that respect that one hardly can
achieve a multinational study within one single multi-national company, covering that
many nationalities. Besides that, some countries are not represented in these
studies. That is the reason why others (Svallfors & Hult, 2003; Andolšek & Štebe,
2004; Hult, 2005) used an existing dataset to analyze the differences between
countries. In the first approach one can exclude differences in firms as an alternative
explanation. In the second approach the detail might be less but one can be sure all
relevant countries are represented and one can achieve a relative stable view of
differences.
Another limitation forms the one-item measures for some variables. There has
been a lot of discussion on the single or multi-item measurement of job satisfaction
and commitment. Tett & Meyer (1993) conclude that correlations of single item
measures tend to result in weaker correlations than their multi-item counterparts.
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Taking this into account one could say this study is a very prudent estimate of a
stronger relation when measured with a more elaborate instrument.
4.5.4 Contribution to practice
Practical implications of this study would be that it is important for companies to meet
their employee’s needs in terms of values. The more important one regards certain
issues the more committed one becomes when this need is satisfied. Turnover
intentions can be reduced by trying to achieve fit on intrinsic and extrinsic, values
keeping staff satisfied, and in some countries by being reluctant when hiring trade-
union members and hiring older people because they are the less likely to leave.
Also management should know that fit often not directly affects commitment but
through job satisfaction. Also managers should be aware of the fact that these
relations differ by country and institutional surroundings as well as for sectors.
Managers in the public sector should be aware of the fact that their employees have
a greater need for intrinsic and societal fit for obtaining positive work outcomes.
Managers in Germany should realize that there are differences in attitudes and
commitment in the eastern and western part of the country. The presence of bad
conditions in work places does in some countries have a considerable effect on
organizational commitment. From the separate issues; having an interesting job
contributes the most to organizational commitment. To be able to work independent
and having career opportunities are important factors in certain countries.
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Appendix 4.A Measurement other variables.
Job satisfaction:
How satisfied are you in your (main) job?
Completely satisfied [1] Completely dissatisfied [7].
Relations with management:
In general how would you describe relations at your workplace between management
and employees. Inverse scale: Very good [1], Quite good [2], Neither good nor bad
[3], Quite bad [4], Very bad [5].
Trade-union membership:
Member [1] – 2 Member in the past not now 3 Non member.
Family to Work Conflict:
How often family life interferes with job ?
Always [1], Often [2], Sometimes [3], Hardly ever [4], Never [5].
Educational level:
What is your educational level?
Gender:
Man (1) Woman (2).
Sector:
Respondents were asked where they worked:
 Working for government;
 Working for a public owned firm;
 Private firm, other;
 Self-employed;
 ZA, other GB, Other.
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Appendix 4.B
In this appendix all mediating regressions for all countries are exhibited and
explained. The results for Germany West were already analyzed.
Table 4.B.1 Mediating regression equation testing the mediation of job satisfaction in the relation
between extrinsic fit and organizational commitment Germany East
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Extrinsic Fit_Undersupply .15 2.36** .02 5.51** 1
2 Organizational commitment Extrinsic Fit_Undersupply .12 1.85 .01 33.43 1
3 Organizational commitment Extrinsic Fit_Undersupply .03 .57 .23 38.57** 2
Jobsatisfaction .48 7.96**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
There is a significant relation between extrinsic fit-undersupply and job satisfaction
but an insignificant relation between extrinsic fit and organizational commitment.
When job satisfaction is added the model gains a lot of explanatory power. However
only one of the criteria of Baron and Kenny is met The Sobel test indicates no
mediation at a significant level. Therefore no mediation and a very weak initial
relation between the criterion and the predictor.
Table 4.B.1 is showing the results for hypothesized mediation of job
satisfaction in the relation of intrinsic fit and organizational commitment. Three out of
four of Baron and Kenny’s (1986) conditions are met, indicating a partial mediation
was demonstrated. So hypothesis 2 was supported. A Sobel test was performed
indicating a significant mediation effect for Germany East. So in Germany East job
satisfaction partially mediates the relation between intrinsic fit and commitment and
does not mediate between extrinsic fit and commitment.
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Table 4.B.2 Mediating regression equation testing the mediation of job satisfaction in the relation
between intrinsic fit and organizational commitment Germany East
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Intrinsic Fit_Undersupply .22 3.71** .04 16.93** 1
2 Organizational commitment Intrinsic Fit_Undersupply .25 4.11** .06 13.79** 1
3 Organizational commitment Intrinsic Fit_Undersupply .15 2.62** .23 69.67 2
Jobsatisfaction .43 7.51**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
Table 4.B.3 gives us the indication of the situation in Great Britain concerning the
mediation effect of job satisfaction in the relation between extrinsic fit and
organizational commitment. First of all the relation between extrinsic fit and
commitment. We see all significant betas in the three regressions, also the beta for
extrinsic fit in equation 3 is less than in equation 2 therefore all criteria of Baron and
Kenny are met. Since the beta in equation three still remains significant we have to
conclude for a partial mediation, the significant value for the Sobel test confirms our
conclusion.
Basically the same pattern is demonstrated when we analyze the mediation of
job satisfaction in the relationship between intrinsic fit and organizational commitment
in Table A4. However this time the beta for intrinsic-fit undersupply and
organizational commitment becomes insignificant in equation 3. Therefore all 4
Baronand Kenny criteria met and all significant betas, therefore full mediation the
Sobel test confirms this.
Table 4.B.3 Mediating regression equation testing the mediation of job satisfaction in the relation
between extrinsic fit and organizational commitment for Great Britain
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Extrinsic Fit_Undersupply .21 4.34** .04 18.8** 1
2 Organizational commitment Extrinsic Fit_Undersupply .23 4.67** .05 21.78** 1
3 Organizational commitment Extrinsic Fit_Undersupply .10 2.44** .31 84.68** 2
Jobsatisfaction .56 13.39**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
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Table 4.B.4 Mediating regression equation testing the mediation of job satisfaction in the relation
intrinsic fit and organizational commitment in Great Britain
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Intrinsic Fit_Undersupply .20 3.93** .04 15.51** 1
2 Organizational commitment Intrinsic Fit_Undersupply .15 2.81** .01 8.07** 1
3 Organizational commitment Intrinsic Fit_Undersupply .04 .89 .31 84.69** 2
Jobsatisfaction .55 12.54**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
Tables 4.B.5 and 4.B.6 are giving an indication of the situation in US concerning the
mediation effect of job satisfaction in the relation between extrinsic fit and
organizational commitment. First of all the relation between extrinsic fit and
commitment. We see all significant betas in the three regressions, also the beta for
extrinsic fit in equation 3 is less than in equation 2 therefore all criteria of Baron and
Kenny are met. Basically the same pattern is demonstrated when we analyze the
mediation of job satisfaction in the relationship between intrinsic fit and organizational
commitment. All 4 Baron and Kenny criteria met and all significant betas the
difference in the betas of equation 3 and 2 is considerable.
Since the beta in equation three is insignificant the conclusion has to be one of
a full mediation, the significant value for the Sobel test confirms our conclusion
therefore partial mediation the Sobel test confirms this.
Table 4.B.5 Mediating regression equation testing the mediation of job satisfaction in the relation
extrinsic fit and organizational commitment in the US
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Extrinsic Fit_Undersupply .16 4.68** .03 2.93** 1
2 Organizational commitment Jobsatisfaction .21 6.14** .04 37.72** 1
3 Organizational commitment Extrinsic Fit .10 3.60** .38 263.50** 2
Jobsatisfaction .59 21.24**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
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Table 4.B.6 Mediating regression equation testing the mediation of job satisfaction in the relation
between intrinsic fit and organizational commitment for the US
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Intrinsic Fit .14 4.14** .01 17.16 1
2 Organizational commitment Intrinsic Fit .19 5.43** .03 29.53 1
3 Organizational commitment Intrinsic Fit .10 3.20** .36 234.38 2
Jobsatisfaction .57 20.01**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
Tables 4.B.7 and 4.B.8 give us the indication of the situation in Ireland concerning
the mediation effect of job satisfaction in the relation between fit and organizational
commitment. First of all the relation between extrinsic fit and commitment. We see all
significant betas in the three regressions, also the beta for extrinsic fit in equation 3 is
less than in equation 2 therefore all criteria of Baron and Kenny are met. The level of
significance of the beta in equation 3 drops to an insignificant level a partial
mediation, the significant value for the Sobel test confirms our conclusion.
Basically the same pattern is demonstrated when we analyze the mediation of
job satisfaction in the relationship between intrinsic fit and organizational
commitment. All 4 Baron and Kenny criteria met and all significant betas, therefore
partial mediation the Sobel test confirms this.
Table 4.B.7 Mediating regression equation testing the mediation of job satisfaction in the relation
between extrinsic fit and organizational commitment for Ireland
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Extrinsic Fit_undersupply .13 2.78** .01 7.73** 1
2 Organizational commitment Extrinsic Fit_undersupply .11 2.38** .01 5.55** 1
3 Organizational commitment Extrinsic Fit .03 .08 .25 78.94** 2
Jobsatisfaction .50 12.10**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
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Table 4.B.8 Mediating regression equation testing the mediation of job satisfaction in the relation
intrinsic fit and organizational commitment in Ireland
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Intrinsic Fit .25 5.55** .06 30.88** 1
2 Organizational commitment Intrinsic Fit .24 5.37** .05 24.74** 1
3 Organizational commitment Intrinsic Fit .13 3.03** .24 72.14** 2
Jobsatisfaction .44 10.55**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
Tables 4.B.9 and 4.B.10 give us the indication of the situation in The Netherlands the
mediation effect of job satisfaction in the relation between extrinsic fit and
organizational commitment. First of all the relation between extrinsic fit and
commitment. We see all significant betas in the three regressions, also the beta for
extrinsic fit in equation 3 is less than in equation 2 therefore all criteria of Baron and
Kenny are met. Since the beta in equation three becomes insignificant we have to
conclude for a full mediation, the significant value for the Sobel test confirms our
conclusion.
Basically the same pattern is demonstrated when we analyze the mediation of
job satisfaction in the relationship between intrinsic fit and organizational
commitment. All 4 Baron and Kenny criteria met and all significant betas, there is no
insignificant beta for intrinsic fit in the third equation therefore partial mediation the
Sobel test confirms this.
Table 4.B.9 Mediating regression equation testing the mediation of job satisfaction in the relation
between extrinsic fit and organizational commitment for the Netherlands
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Extrinsic Fit_undersupply .16 3.71** .03 13.77** 1
2 Organizational commitment Extrinsic Fit .15 3.86** .02 21.60** 1
3 Organizational commitment Extrinsic Fit .04 1.17 .36 130.42** 2
Jobsatisfaction .59 15.24**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
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Table 4.B.10 Mediating regression equation testing the mediation of job satisfaction in the relation
intrinsic fit and organizational commitment for the Netherlands
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Intrinsic Fit .30 7.25** .09 52.52** 1
2 Organizational commitment Intrinsic Fit .31 7.37** .10 54.26** 1
3 Organizational commitment Intrinsic Fit .14 3.83** .39 162.45** 2
Jobsatisfaction .57 15.62**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
For Norway tables 4.B.11 and 4.B.12 illustrate the presumed the mediation effect of
job satisfaction in the relation between extrinsic fit and organizational commitment.
First of all the relation between extrinsic fit and commitment. We see all significant
betas in the three regressions, also the beta for extrinsic fit in equation 3 is less than
in equation 2 therefore all criteria of Baron and Kenny are met. Since the beta in
equation three drops to a lower significance level but still remains significant. We
have to conclude for a partial mediation, the significant value for the Sobel test
confirms our conclusion.
Basically the same pattern is demonstrated when we analyse the mediation of
job satisfaction in the relationship between intrinsic fit and organizational
commitment. All 4 Baron and Kenny criteria met and all significant betas, therefore
partial mediation the Sobel test confirms this.
Table 4.B.11 Mediating regression equation testing the mediation of job satisfaction in the relation
between extrinsic fit and organizational commitment for the Norway
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Extrinsic Fit .09 2.40** .01 6.10** 1
2 Organizational commitment Extrinsic Fit .17 4.49** .03 20.19** 1
3 Organizational commitment Extrinsic Fit .07 2.35** .37 204.45** 2
Jobsatisfaction .59 19.66**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
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Table 4.B.12 Mediating regression equation testing the mediation of job satisfaction in the relation
intrinsic fit and organizational commitment for Norway
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Intrinsic Fit .23 6.99** .05 48.92** 1
2 Organizational commitment Intrinsic Fit .22 6.61** .05 54.26** 1
3 Organizational commitment Intrinsic Fit .10 3.39** .34 208.83** 2
Jobsatisfaction .55 15.62**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
For Sweden tables 4.B.13 and 4.B.14 illustrate the presumed the mediation effect of
job satisfaction in the relation between extrinsic fit and organizational commitment.
First of all the relation between extrinsic fit and commitment. We see all significant
betas in the three regressions, also the beta for extrinsic fit in equation 3 is less than
in equation 2 therefore all criteria of Baron and Kenny are met. Since the beta in
equation three drops to a non significant level we have to conclude to full mediation,
the significant value for the Sobel test confirms our conclusion.
Basically the same pattern is demonstrated when we analyze the mediation of
job satisfaction in the relationship between intrinsic fit and organizational
commitment. All 4 Baron and Kenny criteria met and all significant betas, therefore
partial mediation the Sobel test confirms this.
Table 4.B.13 Mediating regression equation testing the mediation of job satisfaction in the relation
between extrinsic fit and organizational commitment for Sweden
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Extrinsic Fit_undersupply .13 3.31** .02 10.93** 1
2 Organizational commitment Extrinsic Fit .10 2.35** .01 22.01** 1
3 Organizational commitment Extrinsic Fit .04 1.04** .29 121.76** 2
Jobsatisfaction .53 15.06**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
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Table 4.B.14 Mediating regression equation testing the mediation of job satisfaction in the relation
intrinsic fit and organizational commitment for Sweden
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Intrinsic Fit .30 8.90** .09 79.16** 1
2 Organizational commitment Intrinsic Fit .23 6.22** .05 43.73** 1
3 Organizational commitment Intrinsic Fit .08 2.30** .29 141.44** 2
Jobsatisfaction .51 15.62**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
For New Zealand tables 4.B.15 and 4.B.16 illustrate the presumed mediation effect of
job satisfaction in the relation between extrinsic fit and organizational commitment.
First of all the relation between extrinsic fit and commitment. We see all significant
betas in the three regressions, also the beta for extrinsic fit in equation 3 is less than
in equation 2 therefore all criteria of Baron and Kenny are met. Since the beta in
equation three drops to a lower significance level but still remains significant we have
to conclude for a partial mediation, the significant value for the Sobel test confirms
our conclusion.
Basically the same pattern is demonstrated when we analyze the mediation of
job satisfaction in the relationship between intrinsic fit and organizational
commitment. All 4 Baron and Kenny criteria met and the beta in equation 3 drops to
insignificance, therefore we can conclude a full mediation with regard to job
satisfaction in the relation intrinsic fit and commitment in New Zealand.
Table 4.B.15 Mediating regression equation testing the mediation of job satisfaction in the relation
between extrinsic fit and organizational commitment for New Zealand
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Extrinsic Fit_undersupply .18 4.75** .03** 22.53** 1
2 Organizational commitment Extrinsic Fit_undersupply .16** 4.05** .02 16.37** 1
3 Organizational commitment Extrinsic Fit .06 2.47** .29 133.19** 2
Jobsatisfaction .53 15.66**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
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Table 4.B.16 Mediating regression equation testing the mediation of job satisfaction in the relation
intrinsic fit and organizational commitment for New Zealand
Eq. Criterion Predictor Beta T Adj. R Square F Df
1 Job satisfaction Intrinsic Fit .27 7.76** .07 60.26** 1
2 Organizational commitment Intrinsic Fit .21 5.77** .04 33.23** 1
3 Organizational commitment Intrinsic Fit .07 2.16** .28 140.17** 2
Jobsatisfaction .51 15.40**
Sobel Z=1.45 and P-value= .07
**=Significance at the 0.05 level (p≤ .05) 
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5 CONCLUDING EPILOGUE
5.1 Introduction
In this last part we are going to give an overview of the most important themes in this
dissertation, the conclusions and the theoretical implications.
We started each chapter with an overview of themes and presumed relations, mostly
depicted in a figure of a conceptual model. In this chapter firstly (5.2) we are going to
give an evaluation of the main findings at the hand of these conceptual models and
study if our initial presumptions were correct. Secondly (5.3), in order to create a
coherent conclusion of all chapters, the most important overarching themes and
relations of these study will be reported and commented. An important overall
question will be the one if work is still an important sociological category. A third
element (5.4) is a feedback on the theories used in this dissertation. Three theories
were used: The modernization theory, the crowding out thesis and the theory on
Public Service Motivation (PSM). The first two, modernization and crowding out are
relatively contradictory. The PSM-theory was used to see if publicly employed
persons hold other values than privately employed. Fourthly (5.5) an evaluation on
methodology items will be made. Lastly (5.6) there will be a concluding paragraph
with conclusions encompassing all chapters.
5.2 Summary of main findings and evaluation of conceptual models
In chapter two we put work values into a historical perspective and investigated the
change in work values and asked ourselves the question if with along with the
modernization and decommodification (as a result of greater wealth and social
policies) extrinsic work values would disappear in favor of more intrinsic work values
and post-materialism. Furthermore the question was asked whether work can still be
regarded as a key sociological category.
Our starting point was a model as depicted in figure 5.1.
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Figure 5.1 Conceptual model chapter 1
In this study was no general trend found towards more intrinsic work values. Extrinsic
work values did decrease over all countries but not in a magnitude that was
expected. One of the aspects that might form an explanation is the crowding out
effect, where people are not intrinsically or socially motivated, because they expect
the welfare state to take care of certain aspects that people did voluntarily in the past.
Another key finding in this chapter was the relation between intrinsic work values and
post-materialism. People who have intrinsic work values tend to be more post-
materialistic.
Given the findings of a correlation between unemployment and work centrality
the importance of Rapid Economic Growth as a precondition for modernization are
emphasized.
This leads us to the revised scheme in figure 5.2.
Figure 5.2 Revised figure after research
Protestant Ethic ProsperityCapitalism
Rapid Economic Growth
Crowding Out
Post
Materialist/Intrinsic
Work Values
Little Work Centrality
-/-
Protestant Ethic ProsperityCapitalism Post
Material/intrisic
Values
Intrinsic Work
ValuesRapid Economic Growth
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5.2.1 Summary of main findings chapter 3
In chapter three we had a closer look at employment commitment and flexibility to
avoid unemployment. As we have been arguing the concept of employment
commitment is related to work centrality (studied in chapter 2) however the
perspective is broader because both the financial and non-financial aspects of
commitment to work are covered. The central question in this part of the dissertation
was if work values could explain differences in employment commitment and whether
institutional characteristics, such as union density, employment protection and exit
culture could shed some light on differences in the nature of work values and
employment commitment as well as flexibility to avoid unemployment. As an
additional category for explanation personal characteristics (age, gender, etc.) were
used.
Figure 5.3 Conceptual model chapter 3
When it comes to institutional characteristics we found that only welfare state
generosity and exit culture have an effect on work orientations. Welfare state
1. Institutional
characteristics of different
production regimes
Welfare state generosity
Union Density
Employment Protection
Early or late exit culture
2. Work values
Intrinsic
Extrinsic
Societal
3. Personal characteristics
Age
Gender
Employment status
Trade-union membership
Educational level
Sector one works in
4. Employment
commitment
Prevention focus
Promotion focus
5. Flexibility to avoid
unemployment
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generosity has a negative effect on all work values but the most on intrinsic and
societal values which points into the direction of a crowding out effect. From the
personal characteristics it is age (having a negative effect) and educational level
(having a positive effect), both on flexibility to avoid unemployment. Gender and
sector (civil service) both have an effect on societal/altruistic work values.
Employment status and trade-union membership are having no or less effect.
One important remark has to be made here. In this study we deliberately
chose for 8 countries that are highly industrialized, prosperous and don’t have
dramatic differences in GNP. For the generalizability point of view more research with
more and perhaps different countries will be needed. From theory and previous
research we hypothesized a relation between gender and societal/altruistic values as
well as public service and societal/altruistic values. This was confirmed in this
research. However the magnitude, in particular for the public service employees, was
surprising.
5.2.2 Summary important findings chapter 4
When work values are studied, one has to consider whether the values are met in the
working place if that leads to positive working behaviors. In chapter 4 therefore the
central theme was needs and supplies of work values. The gap between needs and
supplies was investigated as well as their fit. Subsequently the consequences of fit in
terms of organizational commitment and turnover intentions were explored.
Intermediate variables were represented in box 2 and personal characteristics were
depicted in box 3, within figure 5.4.
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Figure 5.4 Conceptual model chapter 4
We found that the variables in box 1 extrinsic and intrinsic fit led to commitment in all
countries. However when controls were added (such as job satisfaction and relations
with management and family to work conflict) only one country (US) showed a
significant effect of extrinsic fit on commitment and three countries (Norway Germany
and Ireland) with a significant effect of intrinsic fit on organizational commitment.
As it comes to intention to leave, as expected, age is an important predictor. Lack of
intrinsic fit predicts turnover to a moderate extent in most countries.
In this chapter we also investigated the gap between needs and supplies and
found that it are the extrinsic values that show the biggest gap. When putting these
categories into the order: extrinsic, intrinsic and societal/altruistic, one can distinguish
a “funnel effect.”
Box 1
Work values
Needs
Supply
Needs-Supply Fit
(Intrinsic
Extrinsic
Societal)
Box 2
Job satisfaction
Combination of needs and
satisfaction
Relations management and
employees
Family to work conflict
Box 3
Personal Characteristics
Age
Gender
Trade-union membership
Bad working conditions
Educational level
Sector one works in
Box 4
Organizational
commitment
Box 5
Intention to leave
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Among civil servants the gap between needs and supplies has a different nature with
supplies exceeding the needs on societal work values and a small gap when job
security is concerned.
5.3 Overarching themes and subjects
A number of overarching themes in this dissertation are summarized, from which the
most important are:
 Intrinsic extrinsic and societal/altruïstic work values, their discrepancy their fit and
their consequences;
 How important is work in a financial and non-financial aspect for people;
 The context of the institutional surroundings and societal policies.
5.3.1 Intrinsic extrinsic and societal/altruïstic work values
We studied the importance of work values (chapter 2 and chapter 3). According to
Rokeach values are a great unifying construct of human behavior. This is partly
confirmed in this study. It has to be recognized that the values alone, at least in this
study, do not explain the variance by itself but is a predictor among others (like job
satisfaction, relation with managers, age, gender and trade-union membership). Until
now the position was taken in many studies that along with the modernization
process there is a process of decommodification that enables people to have an
income without work. This would lead to more intrinsic and less extrinsic values for
the group of working people. This study showed in an analysis over time that the
most modernized countries do not have a systematic increase in intrinsic values, but
over all countries there was a decrease in extrinsic values over time. When it comes
to the relation between welfare state generosity -the most important indicator of
decommodification- and work values the results are ambiguous. A negative relation
between welfare state generosity and extrinsic values was expected. However the
negative relation between intrinsic and societal values and generosity was found. So
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the modernization theory is not supported in this aspect. Twenge et al (Twenge et al,
2010) also found a decrease in social and intrinsic work values and marked the
generation effect as a cause. There has to be another explanation. The most likely is
the crowding out thesis. Titmuss whose classic study showed that if people are
driven by intrinsic values the effectiveness of measures like blood spending is
decreased, if suddenly a financial reward is given for this effort. Similar effects are
found in studies by Deci and Deci & Ryan. Societal and intrinsic work values are
significantly negatively related to welfare state generosity. The magnitude of this
relation (with an N of only 8) points into the direction of crowding out. Why should
there be a negative relation between intrinsic and societal work values and welfare
generosity? Hence if basic needs are met (what can be assumed in a generous
welfare state) one would rather expect that the intrinsic and societal values would be
stronger emphasized than if they were not met. Therefore it does not fit into common
sense that this relation is negative except if the crowding out mechanism takes place
and that people expect the state to take care of societal obligations. Intrinsic values
would be corrupted because employers in general and the state in particular pays
people for doing things they would have done anyway (cf. Deci & Ryan). So the
negative correlation of welfare state generosity and intrinsic and societal values
indicates into the direction of a crowding out effect. A positive indication of the
relationship of intrinsic values and modernization was the relation between post
materialism and intrinsic values. This points into the direction of a situation where
those who have fulfilled their basic needs are more likely to adhere intrinsic work
values. A first quick analysis on the 2008 data shows that the differences in this
respect are diminishing. No longer intrinsic orientations are related to post
materialism which to a certain extent contradicts the modernization theory. In sum:
modernization theory is not supported and there is some indirect indication that
crowding out might take place. In 1995 Harding & Hikspoors asked themselves if
people with intrinsic values are the vanguard of the modernization in the labor force.
Ester, Braun & Vinken even argued that extrinsic values have to be augmented if not
replaced by more intrinsic values that stress more personal development and taking
imitative. In other words are the intrinsic values antecedents for positive working
behavior?
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 Indications were found that intrinsic values are positively related to organizational
commitment in particular in countries that can be characterized as Coordinated
Market Economies.
 Employment commitment from a promotion focus (non-financial) was positively
related to intrinsic work values.
When looking at the relation between work values and the two types of employment
commitment a negative relation between intrinsic values and employment
commitment from a prevention focus (financially). This seems in line with the
agreement on the statement: “A job is a way of earning money no more” that
measured the concept emphasized the instrumental attitude towards work.
The intrinsic values are more related to a promotion focused employment
commitment (non-financial) and in general self-realization and non-financial
orientation. The intrinsic values are more related to a promotion focused employment
commitment (non-financial) and in general self-realization and non-financial
orientation. From the analysis above one can conclude that intrinsic work values are
important antecedents for positive work behavior. However when giving a closer look
one sees that when for example other elements are added into a regression equation
like supervisors, job satisfaction, work to family conflict that the effect of the values
alone is limited. Moreover in some countries the values remain an element of
importance and in others they don’t. Remarkable is that extrinsic work values also
can lead to organizational commitment. In chapter 4 as a result of the low N we were
unable to break down the three forms of fit into high medium and low for each
country.
An important issue was the funnel effect. A funnel has been found between
needs and supplies in particular in the extrinsic values. We argued that a possible
cognitive dissonance in the area of extrinsic values can be coped with easier
because it can be attributed to external circumstances. In concrete would this imply
that a gap in job security can be attributed to one’s employer than to oneself. This
possibility does not exist for a gap in the need for work that is useful for society. Does
this make the gap between needs and supplies for extrinsic values more acceptable
or even can the pure existence of the gap be related to the possibility to attribute it
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externally? It can be argued that the effort needed to cope with a gap in intrinsic
needs and supplies exceeds the one that is needed to overcome the gap that is
needed to deal with extrinsic issues.
5.3.2 How important is work to people? (Work centrality and employment
commitment)
We started this dissertation with the question whether work was still a key
sociological concept and why people work. In general one can remark that work still
is a key sociological concept but the centrality of work as it was is losing some
ground to have lost importance when compared to leisure. Leisure more and more
turns into a scarce commodity. This becomes apparent differently in younger and
older age groups. Older age groups are on the eve of (early) retirement and the
young age groups might want to balance their working effort with leisure. Decades
ago there was a promise of a revolution of leisure due to an increased productivity.
Arrived in the 21st century it seems like this promise has lost its spell to an important
extent. Given the nature of work (as well as the nature of leisure) in highly digitalized
service economies with lots of outsourcing of “cheap labor” the distinction between
leisure and work is growing more and more confusing since the time of Veblen
(1899) who noticed that somewhere doing activities labeled as leisure while others
would do the same activities and received money for them. In the 21st century this
distinction is even more confusing than before. Volunteering gardening or vocational
training: are they work or leisure?
In chapter 3 the scope was expanded and the work centrality was broadened
to employment commitment which also encompasses the motivation to accept a paid
job even if there is no financial necessity. Opposed to certain results of earlier studies
non financial employment commitment was not significantly positively related to
welfare state generosity. In other words the answer to the question of Esser: ”Does
welfare makes us lazy?” has to be answered inconclusive. This raises the question if
the Protestant Work Ethic is still alive or if we, as Bell (1974, 1976) predicted, are
heading into a hedonistic ethos. The fact that our findings differ from other studies is
that the two questions that measure employment commitment have been split and
therefore the perspective becomes clearer as well as the causality.
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5.3.3 Institutional surroundings
In this study we deliberately included institutional characteristics as explanatory
variables. The framework of production regimes gives two interesting models in
which value studies can be interpreted. It has been argued, in this study, that welfare
state generosity, union density, employment protection and exit culture are factors
one has to put into consideration when interpreting cross national differences. We
found that to a certain extent the values are influenced by institutions Gallie (2007)
has argued that welfare state features are transmitted through values into work
attitudes. Compared to the results of Gallie and Parbothee and Cullen there is some
evidence that institutions shape individual work orientations, in particular the welfare
state generosity and exit culture, this is remarkable certainly given the limited scope
of this study. Certainly this subject needs further study. One conclusion can be that
the choice for a value or a certain work behavior is to a certain extent constrained by
the institutional surroundings; however this does not imply dominance by production
regime. In our view it is the combination of institutions personal characteristics and
other factors that adds value to the explanation of factors like employment
commitment, organizational commitment and flexibility to avoid unemployment.
5.4 Feedback on four theories
We started with four main theories that were used to explain some differences in
work values: The modernization theory, the crowding out thesis, the theory on public
service motivation and institutionalism. The first two are relatively contradictory. This
section is going to be used to supply feedback on the use of these theories.
The modernization theory.
This theory expected a diminishing of extrinsic orientation when societies develop
into postmodernism seems to explain differences in value change from 1980 to 1990.
From 1990 onwards it looks more and more that the crowding out thesis applies the
more because the non-financial employment commitment (prevention focus) is
strongly negative related to welfare state generosity negative correlation between
welfare state generosity and employment commitment from a prevention focus.
However if we look at the results of work centrality in narrower sense and intrinsic
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orientation one can distinguish a less transparent pattern. It seems that other
phenomena have to be found to explain the specific change in work centrality and
other work values. The phenomena of unemployment has a huge impact on work
orientations. So we see a correlation between unemployment and the preference of
work over leisure.
From our findings one would expect that an economic downturn with
increasing unemployment possibly shifts values temporarily from post-materialistic to
materialistic/extrinsic values. However, Inglehart places much stronger emphasis on
socialization as an explanation for this shift in values, and that ‘one’s basic values
reflect the conditions that prevailed during one’s pre-adult years’ (Inglehart 1990:
page 68).
In favor of the modernization theory is the correlation found in this study
between post-materialist values and intrinsic work values. Post materialism has
always been regarded as a strong indicator for modernization. The fact that we found
a relation between the intrinsic work aspects and post materialism is supporting this
view. However one has to conclude that an increase in intrinsic values is not
accompanied by a decrease in extrinsic values and therefore this value change
depends, stronger than assumed up to now, upon other factors like crowding out or
unemployment rates of a country.
The crowding out thesis.
This theory argues that both intrinsic and societal work values are diminished
because people are paid to conduct intrinsic or societal motivated work and secondly
because of welfare state provisions made work that encompasses activities in which
one helps other people or makes a contribution to society less interesting because
one work floor level they are crowded out by demands of efficiency and control. We
investigated the relationship between welfare state generosity and societal/altruistic
values and found a significant negative correlation. This could indicate a support for
this crowding out thesis.
The Public Service Motivation Theory (PSM).
This theory expected more emphasis on societal/altruistic values by civil servants
was confirmed. Civil servants and people interested in working in this sector in every
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country showed a significant higher score on the societal/altruistic index. Further the
demands for these values among civil servants are much higher than in other sectors
as well as the perception of the level of these values that are met in the working
situation. All in all the presumptions of the PSM theory are confirmed in this study.
Institutionalism.
Conducting an international comparative study one has to find an explanation for the
differences between countries. Often cultural patterns are used to explain these
differences. However in recent literature there is a “revival” of institutional
explanations (Parbotheea & Cullen, 2003: Deeg & Jackson, 2007). With the
production regime framework we included some institutionalism. Also in chapter 3 the
institutional characteristics were several. As has been remarked the low N did trouble
the picture and some promising correlations (although insignificant) were found.
Therefore a more comprehensive study with broader range in institutional variety
would be necessary to give a better evaluation. In sum we are convinced that
institutional characteristics can explain value differences and value change to a
certain extent, albeit not by themselves but always in combination with other
features, like we did in this study using three levels of explanatory items (values,
institutional characteristics and personal characteristics).
5.5 Methodology (evaluation)
On a conceptual and methodological level this study showed that the concept of
employment commitment cannot be regarded as the sum of absence of a financial
commitment and a presence of non-financial commitment. As we have shown the
separate items have different implications where the absence of financial
commitment has a stronger effect than the presence of a non-financial one.
A second methodological issue is that we added a third category to the
distinction extrinsic/intrinsic to be social/altruistic issues. We could argue that people
in civil service definitely hold other values than people in private companies. The
thesis of the Public Service Motivation seems to be (at least partly) confirmed by a
more detailed breakdown of work values into intrinsic extrinsic and societal. This
breakdown into three factors instead of two gives a great deal of detailed information
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on important subgroups like civil servants and female employees. A remark has to be
made about the measurement of work centrality. Some authors chose to have a
setting where the respondent has to choose between comparable options as the
ones in this study. However this approach neglects the fact that both or more options
can be important to people. The subtracting (as has been done in chapter 2) gives a
more relative position of the value. Public service is measured as only working for
government. The category of people that works for the so-called quangos (quasi
nongovernmental organization) is not included because they differ too much per
country to be a homogeneous group.
5.6 Overall findings and conclusion
As we have argued in chapter 2 work values are rooted in processes of socialization
and education, where individuals learn and internalize behavior in accordance to
what is required and expected on the basis of their work role (Kraimer, 1997; Harding
& Hikspoors 1995).
Figure 5.5 The work socialization process (Harding and Hikspoors 1995) after research
These close ties between cultural values, societal policies, socialization and work
values were depicted in the figure above. Societal policies have been summarized by
Cultural/ Religious
Traditions
Economic Factors
Family Socialization
School/ Vocational
Socialization
Work Values
Societal Policies +
Workplace Practices
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the term ‘production regime’, in this study operationalized as welfare state generosity
employment protection and union density.
Workplace practices affect the social conditions in which we live and are
brought up (Parboteeah & Cullen 2003). These include a variety of welfare and labor
market policies; such as care and exit policies that enable or restrict labor market
involvement and labor market policies that either have commodifying or
decommodfying effects on labor (cf Esping Andersen). We operationalized work
place practices as ‘exit culture’. We saw that the items had their influence on work
values.
The effect of school and family socialization has been exemplified in this by
the socialization hypothesis. The socialization hypothesis states that ‘one's basic
values reflect the conditions that prevailed during one's pre-adult years’ (p. 68).
In the models in chapter 3 and 4 it is the influence of gender that represents
socialization. Another element is the rise in educational levels (which enables
cognitive mobilization) which is of important by itself and related to value orientation.
We saw education being a positive antecedent for flexibility to avoid unemployment.
After research we added the economic conditions in our scheme the economic
conditions in which we are raised set their mark on what values and practices prove
efficient in the situation nations, families and individuals find themselves in at each
time (Inglehart 1990; Inglehart 2008; Welzel & Inglehart 2010). We found evidence
that unemployment relates to work centrality and that the welfare state provisions (of
usually affluent states) shape work values and that in these countries there is a risk
of crowding out. Finally, work experiences are likely to either reinforce our work
values as either valid or create a condition where they must be reevaluated. Thus,
Smola & Sutton (2002) report that individual’s values change when moving from e.g.
college and into the workforce. Our findings of sector and work values (in particular
public sector) also points into the direction of an influence of work experiences on
work values.
Because the study has been one of separate chapters in this concluding
epilogue we are going to join all results of the previous chapters in one concluding
table which enables us to get a profile per country. The profiles added would enable
us to evaluate the clusters like production regimes or in more popular terms
differences between Rhineland and Anglo-Saxon models of capitalism. The added
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value of the overview in table 5.1 is that we did not restrict ourselves to institutions
but included value differences as well.
Table 5.1 Summary of institutional characteristics with regard to work and welfare in the United
States, Great Britain, New Zealand, Germany, Norway, Sweden, The Netherlands and
Ireland
US GB NZ G W G E NW SE NL IRL
Welfare state generosity 18.9 22.3 24.7 26.6 26.6 41.8 35.7 34.2 29.5
Union density** 14 29.3 22.1 22.6 22.6 53.0 78.0 22.3 35.3
Employment protection** 0.7 1.1 1.3 2.5 2.5 2.6 2.6 2.3 1.3
Exit culture Late Med Late Early Early Late Late Early Med
Rule / Skill orientation Rule Rule Rule Skill Skill Skill Skill Skill Rule
Work centrality 2000 3.41 3.09 MD 3.12 MD 3.50 3.42 3.12 3.29
Disengagement at older age Yes Yes MD In 99 MD No No In 99 No
Employment commitment prevention focus High High High High High Low Low Low Low
Employment commitment promotion f focus Low Low High High High High High Low
Low/
Med
Flexibility to avoid unemployment High Low Low High High Low Low Low High
Promotion focus decrease age group 55 plus No No No Yes Yes No No Yes No
Score on extrinsic index High Med Med High High Low Low Low High
Score on intrinsic index Med Low High High High Low Med Low Med
Score on societal index High Med Med Med High Low Low Low High
Scores on organizational commitment High Med Med Med Med Med Low Med High
Mediation Job satisfaction Extrinsic Fit commitment Part Part Part Part No Part Part Full Full
Mediation Job satisfaction Intrinsic Fit commitment Part Full Full Part Part Part Part Part Part
Extrinsic Fit related to commitment in final model Yes No No No No No No No No
Intrinsic Fit correlated with commitment in final model No No No No No Yes Yes No Yes
Societal Fit related to turnover intentions in final model No No No No No No No No No
This table affirms the distinction between Liberal Market Economies and Coordinated
Market Economies. Not every characteristic is confirmed. In general one could
conclude:
Liberal Market Economies tend to be:
 Low or medium (18-25) on welfare state generosity;
 Low on union density(14 -22)(except for the UK and Ireland former closed shop
system);
 Flexible on employment protection (0,7-1,3);
 Rule oriented;
 Oriented towards disengagement from work on higher age;
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 Committed on prevention focus;
 A decrease of promotion focus with growing age;
 Medium or high on extrinsic work value;
 High on societal work values;
 Medium or low on intrinsic work values;
 Medium to high on organizational commitment;
 No relation between intrinsic fit and commitment in final model.
Coordinated Market Economies tend to be:
 High on welfare state generosity (>25);
 Moderate to on union density (>22);
 Strict on employment protection: Oriented to a greater work centrality at higher
age;
 More employment committed from a promotion(non-financial) focus;
 Low on flexibility to avoid unemployment (except for Germany);
 Intrinsic fit in the final model (except for Germany);
 Low on extrinsic work values(except for Germany);
 Medium or low on intrinsic work values;
 Low on societal work values (except for Germany);
 Medium to low on organizational commitment;
 Intrinsic fit related to commitment in final model (except for Germany);
 A partial decrease in promotion focus with growing age (for Germany and the
Netherlands).
To have a better evaluation of this overall conclusion we applied a multidimensional
scaling procedure where the variables that were researched were brought into
comparable dimensions. As the graph shows on the horizontal axis one sees the
countries from high LME characteristics to high CME characteristics. The
Netherlands and Germany are somewhere in between.
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These conclusions show that the Coordinated Market Economies differ more than the
Liberal Market Economies. Germany seems to have elements of both systems, while
the Scandinavian countries are more coherent with very similar elements, high work
centrality, late exit culture, high prevention focus, high welfare state generosity and
high employment commitment with promotion focus.
Some have argued that the Netherlands and Germany are in a transition
towards a more Anglo Saxon model. Given the results of this study this certainly is
possible, but would need another deeper study to confirm.
An element that is remarkable is the high score of all Liberal Economies on
societal work values. For the US one could refer to De Tocqueville who in his
America study in the 19th century emphasized the culture of voluntary associations to
226
help and get things done. One could also interpret this as a further indication of
crowding out, because all the welfare states are not very generous.
Concluding one could say that capitalist systems differ in institutions as well as
in values. The most coherent institutional characteristics and value systems can be
found in the Liberal Market Economies (the Anglo Saxon model) and the
Scandinavian social democratic welfare regimes with their emphasis on work and
late exit practice. Germany and, to a lesser extent, the Netherlands, are in transition
and a new study within four years could possibly reveal into which direction this
transition goes.
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Samenvatting in het Nederlands (Summary in Dutch)
Arbeidswaarden:
achtergronden en effecten
Dit proefschrift gaat over arbeidswaarden. Ondanks de discussies in de afgelopen
decennia over het “einde van het werk”, de baanloze samenleving etc. (Rifkin 1995,
Offe 1985) vormen werken en arbeidswaarden nog steeds belangrijke sociologische
categorieën. Bijna elke overheid streeft naar een maximale participatie van de
bevolking in betaalde arbeid. Er zijn per land echter verschillen in institutionele
benadering en culturele inbedding van arbeid en arbeidswaarden.
In dit proefschrift worden drie, op zich zelf staande, studies gepresenteerd die
arbeidsoriëntaties in 8 tot 13 landen behandelen. Hierin worden antwoorden gezocht
op vragen zoals: Wat is de reden voor mensen om te participeren in betaald werk?
Zijn er verschillen in waarden aan te wijzen tussen de Angelsaksische, Rijnland en
Scandinavische landen? Ook wordt gekeken welke effecten arbeidswaarden hebben
op onder andere: niet financiële arbeidsoriëntaties, commitment en vertrekintentie
(verloop) e.d. Hierbij worden concurrerende verklarende elementen zoals geslacht,
leeftijd, sectorkeuze geïntroduceerd en de interacties tussen al deze elementen
bestudeerd.
In hoofdstuk 1 wordt een overzicht gegeven van de in dit proefschrift aan de orde
komende theorieën en thema’ s. Dit zijn:
 De moderniseringstheorie.
 De crowding out these.
 De Public Service Motivation (PSM).
 De Needs-Supply fit theorie.
De moderniseringstheorie stelt ondermeer dat waardeverandering tussen generaties
plaats vindt en daarbij twee principes belangrijk zijn. Als eerste de socialisatiethese
die stelt dat waarden vooral een reflectie vormen van de omstandigheden waaronder
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men is opgegroeid. Een tweede principe vormt de schaarste hypothese die stelt dat
men relatief de grootste waarde toekent aan die elementen waar een (relatief) tekort
aan is. Over het algemeen wordt de socialisatiethese als sterker en meer als lange
termijn oriëntatie beschouwd terwijl de schaarstethese fluctuaties op korte termijn
kan verklaren.
De crowding out these heeft als kern dat met de ontwikkeling van de
verzorgingsstaat sommige activiteiten die in het verleden als informeel, spontaan en
vanzelfsprekend golden nu eerst aan de staat worden toegedacht. Voor
arbeidswaarden zal dit ondermeer betekenen dat een hoog niveau van
voorzieningen in een verzorgingsstaat een negatief effect zal hebben op intrinsieke
en maatschappelijk/altruïstische arbeidswaarden (Houston, 2008).
De theorie van de PSM gaat ervan uit dat het waardepatroon van mensen in
de publieke sector verschilt van dat van werkenden in andere sectoren doordat men
meer nadruk legt op niet-materiële elementen, zoals hulp aan anderen, en minder op
materiële elementen zoals een goed salaris.
De Needs-Supply fit theorie tenslotte gaat ervan uit dat personen die in hun
werksituatie hun behoeften (bijvoorbeeld aan interessant werk) gehonoreerd zien
door de werkgever, zich positiever opstellen tegenover hun werkgevers. Needs-
Supply fit zou dan ook leiden tot diverse positieve effecten zoals een laag verloop,
een hoog commitment en een laag verzuim.
Hoofdstuk 2 is het eerste hoofdstuk waarin hypotheses geformuleerd worden en
inhoudelijk wordt ingegaan op o.a. de moderniseringstheorie. De thema’s en
denkwijze zijn gebaseerd op een studie van Harding & Hikspoors (1995).
Als startpunt wordt uitgegaan van het schema in figuur 1 waarin in een
notendop de ontwikkeling van arbeidswaarden in de tijd geschetst wordt.
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Figuur 1 Modernisering van arbeidswaarden (bewerkt van Harding en Hikspoors 1995)
De protestantse ethiek legde een gezonde waardenbasis voor de ontwikkeling van
het hedendaags kapitalisme. Echter, met de daarmee gepaard gaande welvaart
ontstaat een ander waardepatroon dat meer postmateriële en intrinsieke waarden
centraal stelt, die menigmaal haaks staan op de traditionele waarden, die zo
kenmerkend waren voor het vroege kapitalisme. De grote welvaart die in menige
staat evolueert in de ontwikkeling van de verzorgingsstaat bergt het risico van het
zogenaamde crowding-out effect in zich, wat betekent dat mensen sociale
verplichtingen eerder aan overheidsinstanties toewijst dan spontaan zelf vervullen.
Daarna wordt in hoofdstuk 2 een definitie van arbeid gegeven en er wordt ingegaan
op de vraag waar arbeidswaarden hun oorsprong vinden (Harding & Hikspoors,
1995). De verwachte verbanden tussen waarden en hun oorsprong zijn weergegeven
in figuur 2.
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Figuur 2 Factoren die van invloed zijn op arbeidswaarden (bron Harding en Hikspoors 1995)
(Arbeids)waarden vinden hun oorsprong in meer omvattende waardesystemen die
op hun beurt samenhangen met nationale culturen (Parboteeah & Cullen 2003). Die
waarden worden overbracht op het individu door middel van primaire en secundaire
socialisatie (gezin, school en beroepsonderwijs). Door socialisatie internaliseert het
individu die betreffende waarden en leert wat van hem/haar verwacht wordt in de
werkrol (Kraimer 1997, Harding & Hikspoors 1995). Wat echter concreet van mensen
verwacht wordt hangt ondermeer af van leeftijd, geslacht en status. Het
maatschappelijk/politiek beleid is van invloed op de omstandigheden waaronder men
is opgevoed, leeft en arbeid verricht (Parbotheea & Cullen 2003). Bovendien zijn er
diverse vormen van welzijns- en arbeidsmarktbeleid die mensen aanmoedigen of
weerhouden van het verrichten van betaalde arbeid (Esping-Andersen 1990).
Bovendien drukken de economische omstandigheden waaronder personen zijn
opgegroeid hun stempel op de waarden en het gedrag (Inglehart 1990; Inglehart
2008; Welzel & Inglehart 2010). Tenslotte kan werkervaring de arbeidswaarden
bevestigen of aanleiding vormen om deze ter discussie te stellen. Zo stellen Smola &
Sutton (2002) dat de waarden van individuen veranderen als men de middelbare
school verlaat en men tot de arbeidsmarkt toetreedt.
Verder wordt in dit hoofdstuk een historisch overzicht gepresenteerd en wordt
met gegevens vanuit European Value Studies nagegaan of de vooronderstellingen
van de moderniseringstheorie kloppen. De moderniseringstheorie stelt ondermeer
dat er een verschuiving van extrinsieke naar intrinsieke waarden plaats vindt. Dit
Culturele en religieuze
tradities
Economische factoren
Gezinssocialisatie
School/beroeps-
socialisatie
Arbeidswaarden
Sociaal beleid en
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wordt in deze studie bestudeerd over een periode van 1980 tot 2008. De
moderniseringstheorie en met name de schaarste en socialisatiehypothese kunnen
de uitkomsten in een breder perspectief plaatsen en vormen een interpretatiekader
hiervoor.
Tot aan 1999, zo toont dit onderzoek aan, heeft er een verdere verschuiving
plaatsgevonden van extrinsieke arbeidswaarden (loon, baanzekerheid en
carrièremogelijkheden) naar intrinsieke arbeidswaarden (interessant werk,
onafhankelijk werk en werk met ontwikkelmogelijkheden). Voor de data van 2008 ligt
dit anders. Of dit incidenteel is of er sprake is van een trendbreuk kan niet worden
vastgesteld. Opmerkelijk is dat in absolute termen zowel intrinsieke als extrinsieke
oriëntaties toenemen in de tijd. Tevens wordt in dit hoofdstuk geïllustreerd dat het
nog steeds de managers zijn die vooral intrinsieke arbeidswaarden hebben en de
niet-managers meer extrinsiek georiënteerd zijn. Deze uitkomst wordt in zowel 1999
als in 2008 bevestigd. In dit proefschrift wordt een positieve relatie vastgesteld
tussen intrinsieke arbeidswaarden en de meer algemene postmaterialistische
waardeoriëntatie.
Een ander onderwerp in hoofdstuk 2 vormt een analyse van het belang van werk
afgezet tegen het belang van vrije tijd. Hier worden twee theses van de
moderniseringstheorie getoetst: De socialisatiethese en de schaarstethese. Kort
samengevat kan men dit als volgt formuleren: “Is het zo dat het belang dat mensen
hechten aan werk en aan vrije tijd voornamelijk gevormd wordt door socialisatie of is
het een kwestie van het al dan niet voorhanden zijn van werk (schaarste)?” De studie
geeft een duidelijke indicatie dat werk, vergeleken met vrije tijd, belangrijker werd
naarmate er een hoge werkloosheid in een land heerst. Hier is de schaarste theorie
van toepassing, immers bij een hoge werkloosheid is vrije tijd schaars, bij een lage
werkloosheid is werk schaars. Een aanwijzing voor het opgaan van de
socialisatiethese vormt de uitkomst die gevonden werd bij een analyse van het
belang van werk versus het belang van vrije tijd in 13 landen voor diverse cohorten
tussen 1990 en 2008. Men zou toch haast verwachten dat mensen die dicht tegen
hun (pre-)pensioen aan zitten wat minder belang aan werk en meer belang aan vrije
tijd zouden gaan hechten. Dit wordt ook wel de disengagement these genoemd. Het
omgekeerde blijkt echter het geval. Het zijn vooral ouderen die sterk aan werk
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hechten, wat toch voornamelijk te verklaren lijkt uit de traditionele socialisatie. Er zijn
twee uitzonderingen: Groot Brittannië en de VS. Dit is niet vreemd want eerder
onderzoek (England & Mitsimu, 1986) toonde al aan dat in deze landen meer de
disengagement these opgaat voor ouderen. Een laatste belangrijk thema in
hoofdstuk 2 vormt de vraag of er grote verschillen tussen mannen en vrouwen zijn
als het gaat om het belang dat zij hechten aan werk. De insteek in deze studie is dat
niet zozeer het geslacht danwel de arbeidsmarktpositie bepalend is voor het belang
dat mensen hechten aan werk. Kijkt men alleen naar geslacht zonder
arbeidsmarktpositie erbij te betrekken, lijkt het alsof er een groter belang wordt
gehecht aan werk door mannen dan door vrouwen. Wordt echter de
arbeidsmarktpositie (fulltime, parttime of werkloos) erbij betrokken, blijken de
man/vrouw verschillen voor fulltime werkenden in de tijd langzaam te verminderen en
uiteindelijk in 2008 nagenoeg volledig te verdwijnen.
In hoofdstuk 3 worden ook institutionele kenmerken bij het onderzoek betrokken.
Samen met de arbeidswaarden en de persoonlijke kenmerken wordt een model
ontwikkeld om commitment met werk en flexibiliteit bij eventuele werkloosheid te
duiden (zie figuur 3). In tegenstelling tot eerdere onderzoek wordt hier zowel het
financiële als het niet-financiële commitment met werk onderzocht. Hiernaast worden
de arbeidswaarden in 3 categorieën ingedeeld: intrinsiek, extrinsiek en
maatschappelijk/altruïstisch. Deze indeling wordt bevestigd door een factoranalyse.
Verder worden de onderzochte landen onderverdeeld in twee clusters: liberale en
gecoördineerde markteconomieën. Dit laatste om vast te kunnen stellen of er in de
gecoördineerde markteconomieën een ander patroon aan arbeidswaarden voorkomt
dan in de meer liberale markteconomieën. Hiervoor worden ook de institutionele
kenmerken van deze clusters meegenomen zoals: ontslagbescherming,
verzorgingsstaat, organisatiegraad (vakbonden) en de arbeidsparticipatie van 50-
plussers (hier exit-cultuur genoemd).
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Figuur 3 Conceptueel model hoofdstuk 3
Een van de vragen die in dit hoofdstuk centraal staat is of de verzorgingsstaat, die
vaak kenmerkend is voor de gecoördineerde markteconomieën, de niet-financiële
arbeidsoriëntatie beïnvloedt. Dit blijkt het geval. Een van de resultaten toont dat een
sterke verzorgingsstaat negatief gecorreleerd is met maatschappelijk/altruïstische en
intrinsieke arbeidswaarden. Dit wijst in de richting van een zogenaamd “crowding out
effect” dat stelt dat in goed ontwikkelde verzorgingsstaten juist de niet-financiële
(arbeids)oriëntaties naar de periferie worden verdrongen.
Een tweede issue vormt de exit cultuur, waarbij onderzocht wordt of het
commitment met werk verschilt bij landen waar het gebruikelijk is dat ouderen eerder
met pensioen kunnen gaan en landen waar dat niet het geval is. In deze studie zijn
kleine verschillen gevonden tussen leeftijdscategorie van 55 jaar en ouder in landen
waar langer doorwerken gebruikelijk is en grotere verschillen tussen 55-plussers en
de rest, in landen waar vervroegd pensioen de norm is.
Een verdere theorie die in dit hoofdstuk onderzocht is, is die van de PSM.
Deze theorie stelt ondermeer dat mensen die in de publieke sector werken een
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typisch waardepatroon hebben dat afwijkt van mensen in andere sectoren. Mensen
verbonden aan de publieke sector vinden met name de maatschappelijke en
hulpverlenende arbeidswaarden belangrijk. In het onderzoek zijn zowel mensen die
in de publieke sector werken alsook mensen die belangstelling voor deze sector
hebben onderzocht en het blijkt dat in alle onderzochte landen publieke sector
medewerkers een veel hogere score op maatschappelijk/altruïstische waarden
vertonen. De verschillen zijn het grootst in Noorwegen en Zweden. Omdat er in het
algemeen vaak meer vrouwen dan mannen in de publieke sector werken is ook
gekeken of het wellicht meer de combinatie van geslacht en sectorvoorkeur die
belangrijk is bij de maatschappelijk/altruïstische waarden. Dit blijkt alleen in de
Verenigde Staten het geval. Een laatste belangrijk punt uit dit hoofdstuk is de vraag
welke waarden de flexibiliteit om werkloosheid te voorkomen bepalen. Jonge mensen
met een sterke niet financiële arbeidsoriëntatie alsmede hoger opgeleiden zijn over
het algemeen flexibeler in dit opzicht dan de overigen.
Het geslacht heeft ook invloed op de arbeidswaarden. De hypothese
betreffende een voorkeur bij vrouwen voor maatschappelijk/altruïstische
arbeidswaarden wordt in alle landen, behalve het westelijk gedeelte van Duitsland,
bevestigd.
Vakbondsleden blijken meer dan niet-vakbondsleden een financieel
commitment met werk te hebben. Een uitkomst die het beeld van vakbonden als
voornamelijk financiële belangenbehartigers lijkt te bevestigen. Van de institutionele
verklarende variabelen is er, behalve de verzorgingsstaat, geen die significant
gecorreleerd is met andere variabelen.
In hoofdstuk 4 staan de begrippen fit (congruentie), commitment, vertrekintentie en
gap centraal. Een overzicht van de elementen wordt getoond in figuur 4. In box 1
staan de waarden. In box 2 staan andere elementen die commitment en
vertrekintentie kunnen verklaren (arbeidstevredenheid, relatie met de leidinggevende
en gezins-werk verhouding. In box 3 zijn de meer persoonsgebonden factoren
weergegeven (geslacht, leeftijd, opleiding, vakbondslidmaatschap,
arbeidsomstandigheden en sectorkeuze).
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Figuur 4 Conceptueel model hoofdstuk 4
Vaak nemen mensen een “gat” waar tussen de dingen die zij belangrijk vinden in
arbeid en de mate waarin de werkgever die voor hen belangrijke dingen ook
daadwerkelijk aanbiedt. In deze studie wordt onderzoek gedaan op welke gebieden
dit gat het grootst is. Uit eerder onderzoek van Fischer en anderen (Fischer et al,
2002) komt naar voren dat als men de waarden ordent van extrinsiek naar intrinsiek
en als laatste maatschappelijk/altruïstisch, dit gat het grootst zal zijn bij de extrinsieke
factoren en langzaam afnemen als men de intrinsieke en
maatschappelijk/altruïstische factoren erbij betrekt. Grafisch voorgesteld neemt de
figuur in het algemeen de vorm van een trechter aan met grote gaten in extrinsieke
factoren, kleinere in intrinsieke factoren en tenslotte nog kleinere in maatschappelijk/
altruïstische factoren. Opmerkelijk is dat deze trechter ook per sector verschilt (zie
figuren 5 en 6).
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Figuur 5 Trechtereffect private sector
Gewenste en aangeboden arbeidswaarden in de private sector vertonen grote
verschillen als het gaat om salaris, carrièremogelijkheden en baanzekerheid. Bij
overheidsdienaren is het gat bij baanzekerheid niet zo groot en doet het vreemde feit
zich voor dat als het gaat om maatschappelijk/altruïstische waarden het aanbod dat
werkgevers in de publieke sector hebben vaak als groter gezien wordt dan de
behoeften waardoor er geen trechter meer ontstaat.
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Figuur 6 Trechtereffect publieke sector
Een vraag die ook centraal staat in hoofdstuk 4 is de volgende: Leidt congruentie of
fit (needs-supply fit) tussen de waarden die werknemers belangrijk vinden en die
werkgevers aanbieden tot meer commitment en een lagere vertrekintentie.
In het algemeen kan gesteld worden dat in alle onderzochte landen de
intrinsieke fit het sterkst tot commitment leidt. Extrinsieke fit is ook belangrijk maar
minder dan intrinsieke fit. De extrinsieke fit is belangrijker in de Liberale
markteconomieën dan in de gecoördineerde markteconomieën.
Maatschappelijke/altruïstische fit schijnt geen effect te hebben, behalve als het gaat
om publieke sector medewerkers. Bij hen leidt een grotere maatschappelijk/
altruïstische fit tot meer commitment, zelfs als je alle andere elementen, die
commitment ook beïnvloeden, erbij betrekt.
Zoals al vermeld spelen natuurlijk meer elementen een rol als het gaat om
commitment en vertrekintentie. Het is om die reden dat een model geconstrueerd is
met alle mogelijke variabelen erin. Hieruit blijkt dat hoe meer elementen toegevoegd
worden hoe zwakker het verband tussen fit en commitment fit en vertrekintentie
wordt. Er is ook onderzocht welke andere elementen een rol spelen bij het verklaren
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van commitment. Naast de al genoemde arbeidstevredenheid zijn dat vooral relaties
met de leidinggevenden (alle landen). In afzonderlijke landen zijn gezins-werk
verhouding (het oostelijk deel van Duitsland en Noorwegen), vakbondslidmaatschap
en slechte arbeidsomstandigheden (Nieuw Zeeland) die commitment negatief
beïnvloeden.
Als het gaat om fit en commitment zijn in het laatste, meest uitgebreide model,
de VS, Groot-Brittannië en Ierland (allen liberale markteconomieën) de landen waar
extrinsieke fit overeind blijft als voorspeller van commitment. Terwijl intrinsieke fit in
Nederland, Noorwegen en Ierland in een uitgebreid model als significante voorspeller
overblijft.
Dat fit zo aan belang inboet is voor een deel te verklaren door de zogenaamde
mediatie van arbeidstevredenheid. Globaal kan het zo worden voorgesteld: Fit leidt
tot arbeidstevredenheid en arbeidstevredenheid leidt tot commitment. Als men het
zogenaamde mediërende effect eruit haalt, door deze elementen in samenhang te
onderzoeken, ziet men het “netto-effect” van fit en dat is dan flink wat lager of in
sommige gevallen zelfs totaal verdwenen.
Als het gaat om vertrekintentie (verloop) zijn naast fit ook leeftijd, commitment
en arbeidstevredenheid voorspellers van vertrekintentie. In Zweden, Groot-Brittannië
en de VS is naast de leeftijd, commitment en arbeidstevredenheid gebrek aan fit een
reden voor medewerkers om hun baan te verlaten. In de Verenigde Staten en het
oostelijk deel van Duitsland (voormalige DDR) is het juist de intrinsieke fit die naast
andere elementen een rol blijft spelen bij de vertrekintentie.
In hoofdstuk 5 tenslotte zijn de modellen en onderzoeken geëvalueerd en wordt er
een overzicht gegeven van de verschillende uitkomsten. Via een multidimensional
scaling procedure is getracht de verschillende uitkomsten samen te voegen om er
een algemeen beeld uit te destilleren. Globaal wordt hier het klassieke Rijnland-
Angelsakische verschil teruggevonden of in termen van het onderzoek liberale
markteconomieën en gecoördineerde markteconomieën. In feite tonen de resultaten
drie clusters: de Angelsaksische landen minus Ierland, Ierland, Duitsland en
Nederland en tenslotte Noorwegen en Zweden als derde cluster. Hieruit kunnen wij
toch aanwijzingen halen dat de gecoördineerde markteconomieën het beste
onderverdeeld kunnen worden in een Rijnlandse en een Scandinavische variant.
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